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AGREEMENT

Agreement entered into as of the 1 si day of July, 2017, by and beiwe~n the City

of Chicago, an Illinois municipal corporation (herein referred to as the

"Employer") and the Illinois Nurses Association (herein referred to as the

"Association").

ARTICLE
RECOGNITION

Section 1 .1 Barctaininq Unit

The Employer recognizes the Association as the exclusive bargaining

representative for all full time and part time registered nurses (herein referred to

as "nurse") employed by the Employer, in the following job classifications, for the

purpose of negotiating about wages, hours, and conditions of employment:

Occupational Health Nurse Nurse Practitioner

Public Health Nurse I Public Health Nurse I -Hourly

Public Health Nurse II Public Health Nurse Temporary

Should fihe parties agree that other titles appropriately belong in the bargaining

unit, they shall jointly stipulate to qn amendment or clarification of the unit, even

if there are no incumbents in the title at the time. Such stipulation shalt be filed

with the Loca! Labor Relations Board in accordance with its procedures. In the

event that the Employer establishes any new job classification to perform nursing

work, the Employer will promptly notify the Association of its decision, and, upon

request from the Association, meet and discuss any issue as to whether the new

classification appropriately belongs in the bargaining unit.

Section 1.2 Exclusions
Excluded from the bargaining unit are all managerial, supervisory, confidential,

and exempt, and emergency employees, as defined by the City of Chicago

Personnel Rules and Illinois Public Labor Relations Act.

ARTICLE II
MANAGEMENT'S RIGHTS

Section 2.1 Managemenf's Righfs

It is agreed that the Association and the nurses will cooperate with the Employer

to liberally construe this Agreement to facilitate the efficient, flexible and
uninterrupted operation of the City. The Association recognizes that certain

rights, powers, and responsibilities belong solely to and are exclusively vested in
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the Employer except manly as they may be subject to a specific Gnd express

obligation of this Agreement. Among these rights, powers, and responsibilities,

but not wholly inclusive, are all matters concerning or related to the

management of the City and administration thereof, and the right:

a. fio determine the organization and operation of the Employer and

any department or agency thereof;

b. to determine and change the purpose, composition and function of

each of its constituent departments and subdivisions;

c. to set reasonable standards for the services to be offered to the

public;

d. to direct its employees, including the right to assign work and

overtime;

e, to hire, examine, classify, select, promote, restore to career service

positions, train, transfer, assign and schedule its nurses;

f. to increase, reduce, change, modify or alter the composition and

size of the work force, including the right to relieve nurses from duties

because of the.lack of work or funds;

g. to contract out work, subject to the provisions of Article XIV;

h. to establish work schedules and to determine the starting and

quitting time, and the number of hours worked;

i. to establish, modify, combine or abolish job positions and

classifications;

j. to add, delefie or alter methods of operation, equipment or facilities;

k. to determine the locations, methods, means and personnel by

which operations are to be conducted, including the right fo

determine whether services are to be provided or purchased;

!. to establish, implement and maintain an .effective internal control

program;

m. to suspend, demote, discharge, or take other disciplinary action

against nurses for just cause; and



n. t~ add Iv, ~ei~f~ or alter policies, procedures, rules ar~d re~ulali~n5.

Inr~erent managerial functions, prerogatives and policy-making rights, whether

listed above or not, which the Employer has not expressly restricted by a specific
provision of this Agreement care not in any way, directly or indirectly, subject to

internal or external review, provided that none of these rights is exercised

contrary to or inconsistent with other terms of this Agreement.

Section 2.2 Rules and Regulations

The Employer shall have the right to make, and from time to time change,

reasonable rules and regulations c~nd to require employes' compliance
therewith upon fourteen (14) days notification to the Association.

Section 2.3 Caseload Standards

The Employer has the right to establish reasonable caseload or other objective
productivity standards. Prior 1'o establishing or changing such standards, the
Employer will provide written notification to the Association. if requested by the
Association, the Employer will meet with the Association to discuss such new

standards.

ARTICLE III
HOURS OF WORK

Section 3.1 Workday
The Employer's workday begins at 12:00 a.m. one day and ends at 12:00 a.m. the
following day. The normal workday for employees shall consist of eight (8)
consecutive hours, including seven (7) hours worked per day, an unpaid lunch of

one (1) hour and two (2) paid fifteen (15) minute rest periods. The Employer may

set up schedules for the various work shills, as required. Each shill shall consist of

eight (~) consecutive hours, including seven (7) hours of work, an unpaid lunch

period of one (1) hour and two (2) paid fifteen (15) minute rest periods.

Section 3.2 Workweek

The Employer's work week begins at 12:00 a.m. on Sunday and ends at 12:00 a.m.
the following Sunday. The normal workweek for employees shall consist

of thirty-five (35) hours worked, with two (2) consecutive days off, in
accordance with current practices.

Section 3.3 Changes
The Employer may change the time of its normal workday or workweek, or
shifts/schedules established pursuant to Section 3.1, upon at least five (5) days'
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prior notice to, and upon request, discussion with the Association. In the case of a

Public Heaith emergency or City-wide outbreak, the notice and discussion
provisions above shall not apply. In such emergencies, the Cify will pravid~

twenty-four hour notice to the Association, if possible, and such notice will

contain the names) of the bargaining unit employees impacted by the change.

Section 3.4 Overtime

a. Nurses shall be required to work reasonable overtime hours, as a condition

of confinued employment, whenever requested by the Employer to do so.

The Employer shall make a reasonable effort to give nurses advance

notice when they are to be required to work overtime.

b. When nurses are required by the Employer to work a sixth day in the same

work week, or a seventh day in the same work week which is not a seventh
consecutive day in the same work week, they shall be compensated at

1 ~/z times the regular hourly rate, in cash, provided that, in either case, the

nurse has not less than thirty-five (35) hours worked during that work week.

c. When a nurse is required by the Employer to work a seventh consecutive

day in the same work week, that nurse shall be compensated at two (2)

times the regular hour rate in cash, provided that the nurse has actually

worked the previous six days in the same work week. Sick Leave, vacation,
compensatory time, union business leave and/or other paid time off shall

not be included as work for purposes of paragraph (b) of this section

d. All other hours worked and approved under Employer rules between

thirty-five (35) and forty (40) hours worked in a workweek required of a

nurse by reason of the nurse's regular duty, whether of an emergency

nature or of anon-emergency nature, shall be compensated for on an

hour-for-hour basis, in cash, on the basis of completed fifteen (1 S~ minute

segments, unless the employee elects to be compensated in the form of
compensatory time. Notice of said election must be provided by the

employee fio the Employer's designated representative by no later than the

first regular workday following the date the work was performed.

e. All overtime earned under this section shall be compensated in the form of

cash.

f. All compensatory time must be used on or before December 31 of the
calendar year in which it is earned, subject to the Employer's operational

needs and scheduling requirements. If any compensatory time is not



used by Decemoer 31 of the calendar year i~~ which it is earned, tine

employee will be compensated for said time earned in the form of cash

instead of compensatory time. Notwithstanding the foregoing, any

compensatory time earned in December of any year may be used on or

before March 31 of the following calendar year, subject to the Employer's

operational needs and scheduling requirements. If any compensatory

time earned in December is not used by March 31 of the following

calendar year, the employee will be compensated for said time earned in

the form of cash instead of compensatory time.

For the purposes of this Section 3.4, except as stated in 3.4 (c) above,

the term "hours worked" shall include, in addition to hours actually

worked, paid excused absences taken in accordance with Sections

5.1 (Holidays) and 5.2 (Vacations) of this Agreement, as wel( as

unpaid furlough days taken pursuant to Secfiion 3.7 of ,this

Agreement.

Section 3.5 No Guarantee or Limitation of Work

Nothing in this Agreement shall be construed as a guarantee or limitation on the

number of hours to be worked per day, per week, or for any other period of time,

except only as specifically provided in Section 3.8 of this Agreement.

Section 3.6 Furlough Days

Employees shall be eligible to participate in the Employer's Voluntary Unpaid

Furlough Program, under the same terms and conditions applicable to all

non-represented City employees, which terms and conditions may be subject to

change from time to time. The current terms of the Voluntary Unpaid Furlough

Program are described in part G of the City's Salary Resolution. It is understood

and agreed that the City's decision to grant or deny any request for unpaid

furlough time is entirely discretionary, and the City's determination as to what is in

the best interests of maintaining its operations will always take precedence. The

parties further understand and agree that all aspects of the City's Voluntary

Unpaid Furlough Program, including the City's decision to grant or deny any

unpaid fur{ough day request, are excluded from i~he grievance and arbitration

provisions of Article 7 of this Agreement.

Section 3.7 Regortinq Pay

A nurse who reports for work at her/his assigned day and starting time, without

having been previously notified at his/her last known address or telephone

number, as.recorded in the personnel file, at least three (3) hours prior to starting

time to report, shall be given a minimum of two (2) hours work or fwo (2) hours

pay. However, the foregoing obligation shall not apply in the event the failure to

provide work is because of an emergency, an Act of God, a failure of heat, light
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or power, or by any othei cause beyond the control of the City. The nurse must

accept any nursing job to which she/he may be assigned.

Section 3.8 Call-in Pav
Employees called in to work hours outside their scheduled work hours, where the

call-in hours are not contiguous to the beginning or end of the employee's

scheduled work day, shall receive a minimum of two (2) hours pay at the

appropriate rate for such call-in hours, beginning from the time they arrive at the

designated work location.

ARTICLE IV

WAGES, UNIFORM ALLOWANCE AND INSURANCE

Section 4.1 Rates
a. Effective on fihe following dates, the City will make the wage adjustments listed

below for each step of each grade of the salary schedules for regular full-time

registered nurses and regular part-time registered nurses:

Effective 1 /1 /18 2.0~
Effective 1 /1 /19 2.0~
Effective 1 / 1 /20 2.0%
Effective 1 / 1 /2 7 2.0~
Effective 1 /l /22 2.0%

Employees in the bargaining unit who are entitled to retroactive wage

adjustments effective 1/1/18 and/or i/1/19 will receive said retroactive wage

adjustments within 120 days following ratification and approval of this

Agreement.

Section 4.2 Part Time Nurse's Wages

The rates of salary for part time nurses in the attached Exhibits H-N are by

reference made part of this Agreement for all purposes.

Section 4.3 Pay During Absence

All leaves of absence or other time off shall be without pay except as otherwise

expressly provided in Article V of this Agreement.

Section 4.4 Pav on Promotion or Transfer

Nurses promoted or transferred to a different job title shall be compensated in

accordance with the then current Regulations Governing the Administration of
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the Compensation Plan and Employe benefits for Classi~ied Positions Set Forth in

the Annual appropriation Ordinance.

Section 4,5__ No Pay During Strikes or Lockout

Nurses shall not be entitled to any wages or benefits whatsoever if, despise all

efforts to maintain peace, they are engaged in a strike, work stoppage, walkout

or other interruption of work, or are locked out by the Employer.

Section 4.6 Uniform Allowance

Each nurse who is required to wear a uniform by fhe Employer will receive a

uniform allowance of $b00 per year. Nurses may purchase uniforms from the

store of their choice, provided, however, they follow the policies issued by the

Employer from time to time. Notwithstanding the language above, nothing herein

prevents the Employer from establishing a uniform voucher system, a

commissary, etc., and requiring employees to obtain their uniforms from a

required vendor and reimbursing employees only for the cost of the uniform.

Should the Employer decide to implement a uniform voucher system, a

commissary, etc., the Employer shall give the Association prior notice, and upon

reques# of the Association, meet and discuss the uniform voucher system,

commissary, etc., prior to implementation. If the Association requests to

negotiate any impact the uniform voucher system, commissary, etc., has on the

wages, hours and terms and conditions of employment of bargaining unit

employees, the Employer will, upon implementation, meet with the Association

for the purposes of bargaining the impact, if any, of the uniform voucher system,

commissary, etc.

Section 4.7 Life Insurance

a. The Employer agrees to provide $20,000 Group Term Life Insurance at no

cost to the nurse. Effective July 1, 2000, the amount of said insurance will

be increased to $25,000. Nurses must complete a City of Chicago Group

Term Life Insurance enrollment form set, including the employee beneficiary

section of the form set, in order to qualify for coverage in the Basic Group

Term Life Plan. The failure of the nurse to complete the enrollment form set

will result in termination of the nurse's Basic Group Term Life Insurance

coverage.

b. The Employer agrees to provide procedures for nurses to purchase Group

Term Life Insurance, and Universal Life Insurance, in addition to the basic

Group Term Life Insurance coverage described above, at additional cost to

the nurse. Such options are outlined in Appendix A of tf~is Agreement.
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Section 4.8 Insurance
a. The Employer shall provide to employees and their eligible dependents

Group Health, Dental and Vision Care as set forth in Appendix B of this
Agreement, subject to Section 4.10 below.

If any other bargaining unit of employees of the Employer is required. to pay

less in premium contributions or receive higher benefit levels under the
medical care plan, then this unit of employees shall pay the same and/or

receive the same benefit levels.

b. Employees who participate in the Employer medical plan or an HMO shat!
make the following contributions toward their health care coverage, based

on the applicable percentage of their base salary, subject to the then
applicable salary cap:

Salary
Single Employee + 1 Family Cap

July 1, 2017 1.2921 1.9854% 2.47b5 $90,000

July 1, 2018 1.7921 2.4854 2.9765% $100,000

January 1, 2019 2.2921% 2.9854% 3.4765 $115,000

January 1, 2020 2.7921% 3.4854% 3.9765% $130,000

All contributions shall be made on a pre-tax basis and are payable on a

per pay period basis.

c. Effective January 1, 2019, prescription drug benefits shall be subject to an
annual deductible of $35 per household. Effective January 1, 2021, prescription

drug benefits shall be subject to an annual deductible of $75 per household.

d. Fami{y Coverage
Where both husband and wife or other family members eligible under one
family coverage are employed by the Employer, the Employer shall pay for

only one family insurance or family health plan.

e. Maintenance of Insurance

The current practice permitting employees to use vacation or other time

due during an illness in order to keep his/her insurance in effect shall

continue for the term of the Agreement.

Section 4.9 Plans Administration

The insurance plans are provided fihrough contracts between the Employer and

insurance companies and/or plan administrators. These plans, and matters

concerning their administration, are not subject to grievance or arbitration. To
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the extent that there may be any conflict between said plans and this

Agreement, the provisions of the plans shall prevail. Detailed information

regarding the plans will be made available upon request at reasonable times.

Section 4.10 Joint Labor Management Cooperation Committee on Health Care

a. The Employer and the Association (the "Parties"~ agree to participate in the

Joint Labor Management Cooperation Committee ("LMCC") negotiated

between the Employer and the Coalition of Unionized Public Employees

("COUPE") and created pursuant to applicable state and federal law. The

purpose of the LMCC is to research and make recommendations and

dEcisions within its authority related to the achievement of significant and

measurable savings in the cost of employee health care during the term of

this Agreement. The Parties shall memorialize- their intent to pariicipaie in

this LMCC by executing an Agreement and Declaration of Trust ("Trust

Agreement") contemporaneously with the execution of the collective

bargaining agreement between the Association and the ~Gity of Chicago.

Said Trust Agreement shall be attached to this Agreement as Exhibit H.

b. The Trusfi Agreement shall address, without limitation, the following:

2. Formation of a Committee to govern the LMCC consisting of up to

twenty (20) Trustees, with half of the Trustees to be appointed by the

Employer, and half to be appointed by unions, including the

Association, who represenfi employees of the Erriployer, and who

have also agreed to participate in the, LMCC (`°Participating Labor

Unions") .

3. Appointment by the City and Participating Labor Unions of a

Co-Chair and Vice Co-chair as designated in the Trust Agreement.

4. Authority of the LMCC to make recommendations and

modifications in the health plan expected to result in savings and

cost containment.

5. Establishment of a Trust Fund with contributions provided by the City

of Chicago and third parties.

Section 4.1 1 Plan Design
Beginning no later than 2020, members of the I{linois Nurses Association

bargaining unit will be subject to the Plan Design changes implemented through

the LMCC resulting from the commitment in the COUPE collective bargaining

agreements to achieve savings in the targeted amount provided for in those



agreements. 1n the evert such chUnges arm impi~rnented earlier Phan 2020,

members of the Illinois Nurses Association bargaining unit shall be subject to such

changes at the same time as the rest of the LMCC.

ARTICLE V

ABSENCE FROM WORK

Section 5.1 Holidays

A nurse is eligible for the following holidays:

1. New Year's Day

2. Dr. Martin Luther King's Birthday

3. Lincoln's Birthday

4. Washington's Birthday

5. Casimir Pulaski Day

6. Memorial Day

7. Independence Day

8. Labor Day

9. Columbus Day

10. Veteran's Day

1 1. Thanksgiving Day

12. Christmas Day

fn addition to the foregoing twelve (12) paid holidays, employees shall

receive one (1 J personal day, which shall be granted in accordance with

the current practices of the Employer.

a. In order to qualify:

1. A nurse should otherwise have been scheduled to work on such day if it

had not been observed as a holiday, or if she/he were not on vacation
at that time.

2. Any paid holiday in the pay period shall be counted ps a regular
working day. If an employee is absent without pay on the last working
day preceding or the first working day following such holiday, the
holiday shall be considered as an additional day absent without pay.

b. When any of the above listed holidays falls on a Saturday or Sunday, the
closest workday, Friday or Monday, will be recognized as the holiday.

c. A nurse who is authorized to work and does work one of the recognized
holidays shall be compensated at one and one half (1 ~/zj times her regular
pay (including holiday pay) for all hours worked. In addifiion, the nurse shall
receive an additional hour of pay or an additional hour of compensatory
time for each hour worked. This option of pay or compensatory lime shall
be deten~ined by the Employer.



d. In case a holiday is observed on any work day during a full week of a nurse's
regularly scheduled vacation, an additional day off with pay or an
additional day's pay, at the Employer's option, shall be allowed for each
such holiday.

e. Failure to Report to Work on a Scheduled Holiday
If an employee is scheduled to work on a Holiday and fails to report for work,

the employee shall forfeit his/her right to pay for that paid scheduled
holiday. An employee may utilize any available time, in accordance with

the applicable Employer policy.

Section 5.2 Vacations
a. Each nurse shall have her/his vacation computed on the basis of time

earned during the previous year, as follows:

Length of Service Vacation
Less than 4 years 13 working days
4 to 8 years 18 working days
9 years or more 23 working days

b. Part-time employees who have worked at least 80 hours per month in the

prior calendar year shall be granted vacation leave on a pro-rated basis, as
follows:

Hours Worked Per Year Hours of Vacation

1,000 40
916 36
830 33
750 30
666 27
580 23
500 20
416 17
330. 13
250 10
166 7
80 4

One extra vacation hour is earned. for each 25 hours over minimum hours
worked.



c. Vacation leave earned will be; c~elc,rrriined by dividing the number ofi

months worked in the prior year by twelve (12_) and then multiplying by the

number of yearly vacation days based on service. Any fraction will be

rounded off to the nearest wi~ole number of days. Any month in which

the nurse worked for at least 50°~0 of the time shall be credited fior purposes

of computing vacation leave.

d. On termination a nurse shall be paid for her/his accrued and pro rasa

vacation, except where she/he was discharged for serious misconduct

(i.e., violent acts, criminal acts, drug and alcohol violations on the job, or

gross insubordination.)

e. In the event of the death of a nurse while in the employ of the Employer,

her/his accrued vacation pay shall be paid to her/his spouse or legal

representative. Payment to either shall relieve the Employer from any

further liability.

f. From November 1 to November 30 inclusive of each calendar year, nurses

may submit their preferences for utilization of vacation time for the

following calendar year to the Employer in writing. The request must set

forth the beginning and ending date of the desired vacation. In

establishing vacation schedules, the Employer shall consider both the

nurse's preference and the operating needs of the agency. Where the

Employer is unable to grant vacation preferences for all nurses within a

position classification within a facility, but is able to grant some, the
preferred vacation periods will be granted on the basis of total continuous

service.

g. Employees who file their preference by November 30 shall be notified of

the vacation schedules not later than December 31.

h. Vacation requests made offer November 30 shall be granfed on a

first-come, first-served basis, provided however, if too many employees

request on the same day vacations during the same period, the

employees with greater continuous service shall receive the vacation.

Response to vacation requests made after November 30 shalt be made

within fourteen (14) days by the Employer, but not before the Department

has responded to employees who filed during the November selection

period.



Section 5.3 Forfeit of Vacation
All earned vacation leave not taken in the vacation year it is due shall be
forfeited, unless the employee was denied vacation by the Employer, or the
employee was unable to take vacation because the employee was on an
approved leave of absence, including a duty disability leave of absence, during
the vacation period. Notwithstanding the foregoing, if an employee still has
unused vacation time during the fourth quarter of the vacation year, the
employee upon giving written notification to the Employer before December 15
of the vacation year, may carry over no more than three (3) such days into the
next vacation year. AI( such vacation days deferred in this fashion must be
scheduled upon mutual agreement of the Employer and employee and taken
before June 30 of the vacation year into which they are carried over.
Employees on duty disability shall retain any vacation leave earned prior to
being placed on duty disability leave, togefiher with a!I vacation time earned
during the period of dufiy disability for the 12 months following the date on which
the person became disabled, and shall be entitled fio use such vacation time
within 12 months following. their refiurn to work.

Section 5.4 Sick Leave
a. Full time nurses

Each full time nurse may be allotted sick leave with pay for periods not
exceeding twelve (12) working days in the aggregate during each
calendar year on account of sickness, or related cause of absence, which
may be considered by the department head a sufficient and legitimate
excuse for fihe nurse's failure to be present and in afitendance upon her
duties. Each nurse appointed -after January 1 of the calendar year shall
be allowed sick leave cit the rate of one day for each month of
employment through .December 31 of that year. Sick leave may be used
in accordance with fihe City of Chicago Personnel Rules, Rule XXVIIl.

Sick leave credit earned by a nurse subsequent to January 1, 1959, shall
accrue to a maximum of iwo hundred (200j work days at the rate of
twelve (12) days per .year less days of sick leave used. Sicfc leave not
taken at the fiime of termination shall cease and end all rights for
compensation. Sick leave accrued while working for another public
agency shah not be transferable.

b. Effective January l , 1998 c~nd thereafter, said employees who receive paid
sick time shall accrue sick time at the rafie of one (1) day on the first day of
the month for each month of employment. In the event an employee, or
a member of the employee's immediate family, experiences a serious
health condition within the meaning of the Family and Medical Leave
Act, upon requesfi of fhe employee, the Employer will make available to



sail ernpioyee up to the full a~~~our~t of sick firnc 1f~e eiY~~loyee would Piave

accrued for the remainder of that calendar year as if he/she were actively

employed, in order to cover the absence resulting from the condition in

question, subject to reimbursement. Should the employee's, or his/her

immediate family member's serious health condition require the employee

to be absent into the next calendar year, upon request of the employee,

the Employer will make available to said employee up to the full amount of

sick time the employee would have accrued for that calendar year as if

he/she were actively employed, subject to reimbursement. Upon his/her

return to work, the employee will begin to accrue sick time with the start of

the nexf calendar year. The Employer reserves the right to require an

employee to provide documentation of the illness in question. Immediate

family or immediate family members are defined in the City of Chicago

Personnel Rules, Rule XXViII, Section 2.

c. Part time nurses shall receive one-half day of paid sick leave for each

month where the nurse works eighty-four (84) hours or more, with a

maximum accumulation of fifty (50) work days.

Section 5.5 Jury Du1~v
An employee who serves on a jury or is subject to proper subpoena (except if the

employee is party to non-work related lii~igation) shall be granted a leave of

absence with pay during the term of such absence, provided that fih~ employee

deposits his/her jury duty pay with the City Comptroller for tf~ose days which

he/she was scheduled to work. for the Employer and receives pay or

compensatory time for said work.

Section 5.6 Bereavemenfi Pay

Bereavement leave is available for up to three consecutive work days for a death

in the family. The leave must be consecutive workdays; non-contiguous

workdays may not be granted. Leave is granted for immediate family members

including the following: mother, father, spouse, domestic partner, brother or sister

(including blood, step or half), son or daughter (including blood, step or half),

father-in-law, mother-in-law, daughter-in-law, son-in-law, brother-in-law,

sister-in-law, grandparents and grandchildren, court appointed legal guardians

and a person for whom the employee is a court appointed legal guardian.

If the deceased resided/passed in a state not contiguous to Illinois or another

country and the employee is travelling to the state or country in which the

deceased resided/passed, up to five consecutive workdays will be granted for

the death in family. The leave m~usf be consecutive workdays; non-contiguous

days may not be granted. The following are considered to be states contiguous



to Illinois: Kentucky, Wisconsin, Indiana, Iowa, Michigan, and ivlissouri.

Employees must provide appropriate documentation (e.g. death certificate,

letter from the funeral home, funeral pamphlet/service bulletin, obituary, etc.) so

as to demonstrate that the leave is within the above stated parameters and thafi

the deceased was an immediate family member. If the employee took more

than three days of bereavement leave, they must also submit proof of travel (e.g.

flight reservations, hotel reservations, other travel-related receipts, or a

self-certification) to the state or country in which the deceased resided/passed.

Bereavement leave must be taken within 60 days following the date of death. If

an employee fails to provide appropriate documentation, the absences) should

be considered Absent Unexcused. During bereavement leave, an hourly

employee shall receive his/her regular straight time pay for such time as he/she

is required to be away from work during his/her regularly scheduled hours of

work, provided that fhe employee submits appropriate documentation. Salaried

employees shall receive the leave of absence without additional com~ensatican,

provided that approp~iafe documentation is submitted.

Section 5.7 Military Leave

Any employee who is a member of a reserve force of the United States or of the

State of Illinois, other than the National Guard, and who is ordered by the

appropriate authorities to attend a training program or perform other dufies

ender the supervision of the United States or the State of Illinois, shall be granted a

paid leave of absence during the period of such activity, but not to exceed

fourteen (14) calendar days in any calendar year, provided that employees

shall, as a condition precedent to payment, deposit his/her military pay for all

days compensated by the Employer with the City Comptroller.

Any employee who is a member of the National Guard of the United States or of

the State of Illinois and who is ordered by the appropriate authorities to at#end a

training program or perform other duties under the supervision of the United

States or the State of Illinois, shall be granted a paid leave of absence during the

period of such activity, but not to exceed fifteen (15) calendar days in any

calendar year, provided that employees shall, as a condition precedent to

payment, deposit his/her military pay for all days compensated by the Employer

with the City Comptroller. Any reservist called for active duty on or after

September 1 1, 2001 shall be entitled to full salary and medical benefils, provided

that paid leave shall be conditioned upon payment of military pay to the

Comptroller. The right to this additional paid leave shall automatically terminate

upon ferminatior~ of active duty.

~~;



Section 5.8 Family and Medical Leave

Bargaining unit employees who have been employed a minimum of twelve (12)

months, and who have worked at least 1,250 hours in the preceding twelve (12)

months, shall be entitled to up to twelve (12) weeks unpaid leave within a twelve

(12) month period for any of the following reasons:

a. For the birth of the employee's child and to care for such child;

b. For the- placement of a child with the employee for adoption or

foster care;

c. To care for the employee's spouse, child or parent wifh a serious

health condition; and

d. Due to a serious health condition affecting the employee

Nurses may, but are not required, to elect to use accumulated paid vacation

and/or unused paid sick leave or other accrued time toward this leave,

according to the City's policies.

AID such leaves are subject to fihe provisions of the Family and Medical Leave Act

and the regulations thereunder, as well as the policies and procedures of the

Employer in effect as of the date of this Agreement.

Such leave is concurrent with, and not in addition to, the unpaid leave provided

for above. Employees may elect to substitute any accumulated paid leave for

any portion of unpaid FMLA leave, or may take such unpaid FMLA leave

following any paid leave for which the employee may be eligible and elects to

use.

During any leave taken pursuant to this provision, the employee's health care

coverage shall be maintained as if the employee was working, and seniority shall

accrue.

The Employer shall pay its porfion of the employee's insurance (individual or

family) for the time period the employee is on FMLA leave, and the employee

shall pay his/her portion of the insurance during that time period.

section 5.9—Paid Parental Leave

An employee wishing to take paid parental leave must apply and be eligible for

Family Medical Leave Act (FMLA) leave. An employee is eligible for FMLA leave if

he or she has been employed by the City for at least 12 months before taking the
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leave and has worked at least 1250 nouns during the 12 month period prior to the

leave. Eligible employees may be granted the following paid parental leaves, in

conjunction wifih and as part of an approved FMLA leave:

Up to four (4) weeks paid maternity leave to a birth mother to recover from a

non-surgical delivery; or

Up to six (6) weeks paid maternity leave to a birth mother to recover from a

C-section delivery; or

Up to two (2) weeks paid parental leave for the birth of a child or children to an

employee spouse or domestic partner of the birth mother; or

Up to two (2) weeks paid parental leave for the adopfion of a child or children by

an employee or the spouse or domestic partner of the employee.

Paid parental leave may be combined with other earned paid time off such as

vacation and/or sick time to achieve the maximum amount of paid time off from

work while taking FMLA leave.

Notwithstanding any other provision of this Agreement, paid parental leave shall

be granted as part of an approved FMLA leave.

ARTICLE VI
SERVICE STATUS

Seciion b.l Definifiion of Seniority of Continuous Service

The term "seniority" and "continuous service" shall mean the same thing as they

are defined and used in this Agreement. Seniority or continuous service means

continuous paid employment from the employee's lasfi date of hire within the

bargaining unit without a break or interruption in such paid employment.

Employees eligible for duty disability compensation will earn seniority or Continue

Service credit.

Service requirements for advancement within the salary ranges of Exhibit A shall

have the implication of continuous service with fhe City of Chicago. For

purposes of determining eligibility for longevity pay increases and in determining

an employee's vacation benefits, seniority or continuous service shah mean

service for the Employer regardless of job title or department.

Section 6.2 Probation

New employees will be regarded as probationary employees for the first six (6)

months of employment and will receive no seniority or continuous service credit



during such probafionGry period. Any period of absence from work ire excess of

ten (10) days shaif extend the probationary period for a period of time equal to

the absence. Probationary employees confiinuing in the service of the

employer beyond their probationary period shall be career service employees

and shall have their seniority made retroactive to the date of their original hiring.

Probationary employees may be disciplined or discharged as exclusively

determined by the Employer and such Employer action shall not be subject to

the grievance procedure, provided that, if the Employer, within its discretion,

rehires a former employee who did not complete his/her probationary period

within one (1) year from the employee's termination, and said former employe

had served ninety (90) days or more of his/her probationary period, all time

previously served in the probationary period shalE be counted for purposes for

determining when the said employee completes his/her probationary period. A

probationary employee who has served ninety (90) days or more of his/her

probationary period and who is laid off shall be given preference over other

applicants for employment in fhe same job title in the department from which

he/she was laid off, so long as he/she does not refuse an offer of employment,

and does nofi suffer a break in service under Section 6.4 of this Agreement.

Probationary employees shall not be eligible for dental or vision insurance but

shat( receive all other benefits under this Agreement. Probationary employees

shall be compensated at the same rate as career service employees.

Section 6.3 Interruption in Service

A. Employees who work a minimum of eighty (80J hours per month shall be

credited with Continuous Service for time worked. Continuous Service

credit will not be earned for:

1. absences without leave,

2. absences due to suspension,

3, unpaid medical leave of absencE of more than one (1 J year.

Section 6.4 Break in Service

Seniority or Continuous Service of an employee is broken, the employment

relationship is terminated, and the employee shall have no righf to be rehired,

notwithstanding the provisions of any ordinance or rule to the contrary, if the

employee:

a. quits or resigns,

b. is discharged for cause,

c. retires,
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d. is absent for five (5) consecutive work days without notifying the

employee's aufihorized Employer representative unless

circumstances preclude the employee, or someone in the

employee's behalf, from giving such notice.

~~. fail to return to work at the expiration of an authorized Leave of

Absence, unless there are extenuating circumstances which prohibit

tine Nurse from returning to work on the expiration of the leave.

does not actively work for the Employer for twelve (12) months for

any reason excepfi military service, approved Association or medical

leave of absence, or duty disability leave.

g. is on layoff for more than twelve (12) consecutive months where the

employee has less than five (5) years of service at the time the layoff

began,

h. is on layoff for more than two (2) years if the employee has five (5)

years of service or more at the time the layoff began.

i, is on lay off for more than three (3) years if the employee has seven

(7) years of service or more at the time the layoff began.

j. is on lay off for more than four (4) years if the employee has twelve

(12) years of service or more at the time the layoff began.

Section 6.5 Filling Of Permanent Vacancies

a. The Employer shall determine if there is a permanent vacancy to 
be filled

prior to posting of that vacancy.

b. Employees within a department who desire a change in shift, days) 
off or

location of their job assignment shall request such change in writing on
 the

Employer's form at any time for the remainder of the calendar year.- A

list of all transfer requests on file for Nurses will be sent to the Associati
on

monthly.

c. When filling a vacancy, the Employer shall select the most senior emplo
yee

in the job classification in the Department who has such a reques
t on file

prior to any notice of posting being sent to the Association, provided
 the

employee has the present ability to perform the required work wit
hout

further training after a reasonable amount of orientation. The Employer
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shall give the Association a list of newly transferred employees by

Department once a month. Any employee transferred may not seek

another transfer for 6 months.

d. When filling a vacancy and there are no said employees who have

requests nn file prior to any notice of posting being sent to the Association,

the Employer shall select the employee in the job classification in the

Department from'the recall or reinstatement list, if any, in accordance with

the recall procedures in this Agreement.

e. When filling a vacancy and there are no said employees who have

requests on file prior to any notice of pasting being sent to the Association,

and there are no eligible employees on said recall or reinstatement lists,

the Emp{oyer shall post the job for bidding.

f. All permanent vacancies covered by this Agreement not filled as provided

above shall be posted on. a designated bulletin board at each work-site

and at other appropriate locations as designated by the Employer. The

permanent vacancy shall be posted fourteen {14) calendar days. There

shall be written notification to the Illinois Nurses Association of the posting of

said vacancies at least one day prior to it being posted. The posting shall

contain at least the following: job title, qualifications, hours, work

locations), pay grade and person. to whom the job bid should be

submitted. The posting shall also include any additional qualifications

and duties required by the Employer for the positions) posted.

g. Any Nurse may apply for any posted position covered by this Agreement

by submitting a writ#en bid application during the posting period.

Notwithstanding the foregoing, an employee shall not be allowed to bid

on his/her own classification within the employee's department.

h. All bidders for permanent vacancies shall meet the minimum qualifications

for the job in order to be considered for selection by the Employer.

Qualified employees shall be given an equal opportunity with other

applicants to bid on jobs which are determined to be permanently vacant

by the Employer. In making selections, the Employer shall give preference

to employee applications over non-employee applicants, unless the

non-employee applicants have demonstrably greater skill and ability to

fulfill the needs determined by the Employer.



If employees are selected, however, where employee appiicanfs are

relatively equally qualified to perform the work required, the Employer shall

select the most senior employee of those applying.

Employees who are laid off "onto the street" shall be given first preference

when bidding for positions which are equal or lower-graded than the

positions from which they were laid off, provided the employee indicates

on the Employer's bid form that he/she has recall rights. Once an

employee who was laid off "onto the street" receives a job under the bid

procedure, he/she shall have no further bid preference under this section.

The Employer shall determine whether employees are "relatively equally

qualified" based upon evidence of performance as shown on the

employee's performance evaluation and any other evidence brought to

the Employer's attention, experience, training, and proven ability and

similar criteria as they relate to the vacancy.

Bidders who are not selected shall be so notified by the Department Head.

A copy of the bid list with seniority dates and the name of the successful

bidder identified, shall be~sent to the Association.

During the posting, bidding and selection process, the Employer may

temporarily fill the vacancy.

i. The successful bidder for any jobs under this Section shall have an

evaluafiion period, not to exceed sixty (60~ days, to demonstrate that he or

she can perform the job. If the Employer has }ust cause based upon the

employee's job performance at any time during that period that the

successful bidder cannot perform the job, or if the successful bidder desires

to return to his/her former job, then the successful bidder shall be returned

to the job he/she held just prior to the awarding of the bid, displacing, if

necessary, any employee who has been placed into said job.

Section 6.6 Layoff and Recall

(a) The Employer shall notify the Association and the affected employees in

writing at least thirfiy (30) calendar days in advance of any layoff under

this subsection, except when layoffs occur as a result of grant funds

being reduced or eliminated. Where layoffs occur as a result of grant

funds being reduced or eliminated and the Employer is unable to give

at least thirty (30j calendar days notice, the Employer shall give the

Association and the affected employees at feast fourteen (14)
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calendar days notice of any layoff. If, upon receipt of the layoff notice,

the Association requests to meet with the Employer to discuss matters

relating to the layoff, the Employer will meet with the Association. If a

meeting is requested and convened, such meeting will not change the

effective date of the layoff.

(b} Probational, Seasonal, Provisional, Emergency and Temporary

Employees shall be terminated prior to any other err~ployees being laid

off.

(c) An employee subject to layoff shall have first priority to fill a job in an

equal or lower-graded classification, in his/her department or an equal

or lower-graded INA bargaining unit classification in any department,

which the Employer has deemed vacant, in lieu of layoff, provided the

said Employee has the fihen present ability to p~rforrn the required work

without further training after a reasonable period of orientation. Said

offers shall be by seniority.

The following evaluation period shall apply only to those employees

who select a vacant, equal or lower-graded INA bargaining unit

classification (1) in a different department from where they are being

laid off, or (2) in the' Department of Public Health in a program where

they have not previously worked: The Employer will afford the employee

an evaluation period of sixty (60) days to demonstrate that he/she can

perform the job. Within forty-five (45) days of fihe start of the evaluation

period, the Employer shall hold a meeting with the employee and the

Union to address any performance concerns. Affer the

above-referenced meeting takes place, if the Employer, based on the

employee's job performance, has just cause to believe that the

employee cannot perform the job, the Union shall be notified and the

employee shall be placed on the layoff list and shall have no further

rights to bump or III other vacancies prior to being laid off. The

Employer's decision to return the employee to the layoff fist must be

made within sixty (60) days of the employee's placement. Nothing

precludes the Employer and the Union from mutually agreeing to

extend the sixty (60) day evaluation period by thirty (30) days. The

Employer shall notify the Union and the employee in advance of

returning the employee to layoff if it appears to the Employer that fihe

employee cannot perform the job.



(d) ~i he Employer shall provide the Association wifih a lisl of thF. vacancies for
INA bargaining unit classifications in alI departmenfis, incl~.~ding the hours
of work and location, if known, of available positions, prior to any
movement of nurses.

(e) Where ability, skill and efficiency are equal, nurses shall be laid off in
order of their seniority, provided that the Employer may retain
employees witF~ special knowledge or skills. Seniority for purpose of
layoff shall be as defined in Section 6.1 of the Agreement. Laid off
employees shall be placed on a layoff list subject to the
break-in-service provision of this Agreement. The Employer will give
preference to laid off employees whin filling vacancies of equal or
lower salary g~~ades, provided said employes have the regilired
qualifications and the then present ability to perform the duties required
by the Employer. The Employer shall reca(I employees from layoff in
the reverse-order they were laid off.

(f) Employees shall retain and accumulate seniority and continuous
service credit while on layoff.

(g) An employee subject to layoff may displace (bump) the least senior
employee, if any, in the most recent lower job titf~ or tifiles the employee
to be laid off has held in the Department, provided the employee
bumping has the #hen present abilifiy to perform i~he job without further
training after a reasonable period of orientafiion.

For employees in the Department of Pubic Health who displace or
bump info a program where they have not previously worked, the
fallowing evaluation period shat! apply: The employer will dfFord the
employee who is bumping an evaluation period of sixty (60) days to
demonstrate that he/she can perform the job. Within forty-five (45) days
of the start of the evaluation period, the Employer shall hold a meeting
with the employee and the Union to address any performance
concerns. Affer the above-referenced meeting takes place, if the
Employer, based on the employee's job performance, has just cause fio
believe that the employee cannot perform the job, the Union shall be
notified and the employee shall be placed on the layoff list and shall
have no further rights to bump or fill other vacancies prior to being laid
off. The Employer's decision to return the employee to the layoff list musf
be made within sixty (6Q) days of the employee's p{acement. Nothing
precludes the Employer and the Union from mutually agreeing to
extend the sixty (60) day evaluation period by thirty (30) days. The
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Employer shall nofiify the Union and the employee in advance of

returning the employee to layoff if it appears to the Employer that the

employee cannot perform the job.

(h) Employees shall be recail~d in the reverse order of layoff, provided the

employee has the then present ability to perform the required work

without further training after a reasonable period of orientation.

The following evaluation period shall apply only to those employees

who are recalled to (1) a different department from which they were

laid off, or (2~ fihe Department of Public Health to a program where they

have not previously worked: The Employer will afford the employee nn

evaluation period of sixty (60) days to demonstrate that he/she can

perform the job. Within forty-five (45) days of the start of the evaluation

period, the Employer shall hold a meeting with the employee and the

union to address any performance concerns. Affer the

~bave-referenced meeting takes place, if the Employer, based on the

employee's job performance, has just cause to believe that the

employee cannot perform the job, the Union shall be notified and the

employee shall be returned to the layoff list subject to the

break-in-service provisions of this Agreement. The Employer's decision

to return the employee to the layoff list must be made within 60 days of

the employee's placemenfi. Nothing precludes the Employer and the

Union from mutually agreeing to extend the sixty (60) day evaluation

period by thirty (30) days. If such an employee is returned to the layoff

list, the time that said employee worked during the evaluation period

will not be counted when calculating how much time fihe employee has

been on layoff for purposes of 6.4(g) and 6.4(h).

(i) A laid off employee will be allowed to continue his/her City health

insurance coverage through the end of the month in which the

employee was laid off, plus up to an additional four (4) consecutive

months, provided the employee pays his/her regular contribution

amount for such health coverage under this Agreement during this

period, and provided further that the employee gives proper notice to

the City, or the City's designee, of his/her election to continue health

coverage under the terms of this paragraph. Said period of

continuation of health coverage shall be included in the period of

eligibility for continued health coverage under the Public Health Service

Act,. 42 USC ,300bb-1-8.

(j) Laid off employees retain full bidding rights under Section 6.5 subject fo

the break-in-service provisions of Section 6.4. Employees who



successfiuliy bid on new positions shall be considered to have

completed all rights to recall under this Section.

Section 6.7 Balancing the Workforce

(a) Prior to taking any action pursuant to this Section, the Employer will

notify the Association in writing of its intention to balance the workforce

and, upon request, agrees to meet with the Association. The written

notice may include the number of employees affected, their titles,

current locations, and the locations where they may be assigned.

The Employer shall provide fourteen (14) days advance notice to the

Union if possible, but in no case Tess than five (5) working. Should the

Association request to meet with the Employer, said meeting shall take

place between the date the Employer provides the Association with

advanced notice and the date the balancing of the workforce is

scheduled to be implemented. If the meeting does not take place

during said time frame because the Association has not made itself

available to meet at reasonable times during that time frame, the

Employer may proceed to balance the work force as set forth below.

(b) The Employer's movement of employees from one location, shift or day

off schedule to another, which would otherwise be considered the

filling of a permanent vacancy, shall not be deemed a permanent

vacancy if there is not a net increase in the number of employees in the

affected classifications) in the affected locations, shifts or day off

schedule.

(c) If the Employer intends to reduce the number of employees in a job

classification at a location, and reassign them to another location, the

Employer shall select the most senior employee in the job classification

in the Departmenfi who has a transfer request on file prior to fihe

Employer providing the written notice described in Section 6.7(a~.

Transfer request is defined as in Section 6.5(bJ. If there are no

employees who have a transfer request on file prior to the Employer

providing the written notice pursuant to Section 6.7(a), the Employer

shall seek volunteers among the employees in the affected job

classification, provided that the volunteers have the then present ability

to perform the work required without further training. Such employees

shall also be permitted to volunteer for positions in the job

classifications) at other locations that the Employer has declared

vacani, provided that the volunteers have the then present ability to

perform the work required without further training.



(d) If there are more volunteers than there are assignments, such

reassignments shall be made on the basis of seniority. If there are

insufficient volunteers availably, the Employer shall reassign employees

using reverse seniority, provided that the employees have the then

present ability to perform the required work.

(e) An employee being reassigned under this provision may file a transfer

request (under the filling of vacancy article) to return to his/her original

location. Said request must be made within sixty (60) days of

reassignment, shall be valid for a period of eighteen (18) months after

date of reassignment, and shah have preference over all other transfer

requests for the original location.

Section 6.8 Reassignment
(a) In addition to the notice requirements in Section 6.6(a) above, when a

layoff occurs which may requires an employee or employees to be

reassigned to another location, the Employer shall give ten (10)

calendar days notice to the Association and the employee(s~

occupying the position at issue. The notice shall inform the

employees) that as a result of the layoff, the employees) may be

reassigned. The notice will also provide the effective date of the

reassignment and, if known, the location of reassignment.

(b) If the Employer knows that there is more than one location where the

employees) may be reassigned, the notice will also provide the

locations of reassignment. If there is more than one known location of

reassignment, the employee (sJ, in order of seniority, will be allowed to

choose among the locations of reassignment. The employee (s) will

have forty-eight (48) hours to choose among the locations of

reassignmenfi, and the notice will inform the employee (s) to whom they

must submit their reassignment selection and by when. If there are

multiple locations of reassignment, employees can provide their order

of preference for the reassignment selection. if an employee fails to

submit their reassignment selection to fihe Employer representative in

the time frame set forth in the notice, or if none of the employee's

selections are available when it is employee's opportunity to choose in

seniority order, then the Employer will determine that employee's

location of reassignment.. The employee selecting a locafiion must

have the then present ability to perform the work required of the

selected location without further firaining.
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(c) The parfiies acknowledge that locations of reassignments may change

after the notice has been provided. If a location of reassignment

.becomes available after the Employer sends notice, the Employer will

inform the Union and affected employees as soon as possible. If a

location of reassignment is provided in the notice but becomes

unavailable after the notice is given to the Union and affected

employees, the Employer will inform the Union and affected employees

as soon as possible. The parties understand that nothing in paragraph

(c) extends the ten (10J day time frame set forth in paragraph (a)

above or the forty-eight X48) hour time frame set forth in paragraph (b)

above.

Section 6.9 Detailing
Detailing is the temporary transfer of a nurse to a work assignment within her/his

job classification geographically~removed from the nurse's normal work site.

Employees) shall, normally not be detailed for more than thirty X30) days, unless

the Employer gives notice to the Association of its need to do so and confers with

the Association upon request. In any event, no such assignment may extend

beyond ninety {90) days without the agreement of the parties.

The Employer shall notify the nurses of the requirements for a detailing assignment

and shall seek volunteers among the nurses who are qualified to .perform the

special assignment. If there are more volunteers than needed, selection shall

be made on the basis of seniority commencing with the most senior. If there are

insufficient volunteers, assignments shall be made from among fihe nurses within

the organizational unit where the detailing is necessary, commencing with the

least senior nurse with the present ability to perform the work. .The Employer shall

rotate such assignments equitably among the available nurses.

In the event of an emergency any limitations of #his Section shall be waived for a

maximum of ten (10) working days. Should any emergency require a waiver of

this section beyond ten (10) working days, the City shall agrees to confer with the

Association regarding such extension.

Section 6.10 Relief in Higher Classification

An employee who is directed to and does perform substantially all of the dufies

and responsibilities of a higher rated classification within the bargaining unit to

the satisfaction of the Employer for five (5) days shall be paid at the higher rate.

Employees paid for acting in a higher-rated job shah be paid as if they had been

promoted to the higher-rated job. An employee who is requested by the

Employer to assume substantially all of the duties and responsibilities of a higher



rated classification outside of the bargaining unit will not be paid at the higher

rate, but may accept or decline the assignment.

The time limits for any assignments to higher-rated jobs shall be ninety (90j days,

except where a regular incumbent is on leave of absence, in which case it shall

be six (6j months. The time limits may be extended by mutual agreement of

parties. The Employer shall not arbitrarily remove employees out of the higher

classification solely to defeat the purpose of this section.

The Employer will equitably rotate assignments to higher rated jobs on the basis of

seniority among the employees at the work location who have the then present

ability to do the job without further training. In the event the Employer makes a

rotational assignment to a higher rated job out of seniority order, the Employer

will notify the Association, and, following a request from the Association, will meet

and discuss the Employer's rationale for doing so, as well as its plan for rotating

such future assignments at that work location.

Section 6.1 1 Medical Leave

Non-probationary employees shall be granted medical {eaves of absence upon

request. Said medical leaves of absence shall be granted for ~up to three (3~

months, provided said leaves shall be renewable for like three-monfih periods, for

a total medical~leave of absence up to one (1) year. The Employer may request

satisfactory proof of medical leaves of absence. Employees on medical leaves

of absence shall return to work promptly after their doctor releases them to return

to work. An employee on a medical leave of absence shall be returned to work

upon the expiration of his/her leave, provided the employee has complied with

the Employer's procedure which shall be provided to the employee prior to the

start of said leave. If an employee is granted an extension of his/her leave,

he/she shall be returned to work upon the expiration of the leave's extension,

provided the employee has complied with the Employer's procedures.

Seniority shall accumulate for employees on medical leaves of absence for only

up to one (1) year. After one (1) year, an employee on a medical leave of

absence shall retain, but not accumulate seniority.

Employees who return from a medical leave of absence within one (1) year shall

be reinstated to:

a. their former position if it is vacant: if not

b. a vacant position in the same classification: if none available

c. bump the least senior nurse in the same classification: provided the nurse

returning from the Leave of Absence has more seniority than the least
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senior nurse, who shall be subject to the lay off and recall provisions of

Section 6.6.

Section 6.12 Personal Leave

Non-probationary employees may apply for leaves of absence without pay .for

personal reasons. The grant and duration of such leaves shall be within the

discretion of the Employer. Seniority shall accumulate for employees on said

leaves. Employees who return from said leaves shall be reinstated to their former

job subject to the layoff, recall and break in service provisions of this Agreement.

Employees shall be granted personal leaves of absence without pay for a period

of up to one (1) year for the purpose of providing necessary care, full-time

supervision, custody or nonprofessional treatment for a member of the

employee's immediate family or household under circumstances temporarily

inconsistent with employee's uninterrupted performance of his/her normal job

duties, if satisfactory proof of the need for and duration of such leave is provided

to fihe Employer. Such leaves shall be granted under the same terms and

conditions as set forth abovre. When an employee applies for a personal leave,

the Employer will provide a written response granting or denying fihe leave

application within fourteen (14) calendar days of receiving the application.

Employees who return from a personal leave of absence within one (1) year shall

be reinstated to:

a. their former position if it is vacant: if not

b. a vacant position in the same classification: if none available

c. bump the least senior nurse in the same classification: provided the

nurse returning from the Leave of Absence has more seniority than

the least senior nurse, who sha!! be subject to the layoff and recall

provisions of Section 6.6.

Section 6.13 Dutv Disability

Any employee who has been granted Duty Disability benefits shall be granted a

Leave of Absence. The Employer will mail the initial Duty Disability payment

within ten (10~ working days upon receipt of verified authorization from the

approving authority. Contingent upon continued verified authorization,

subsequent payment will be made twice a month. If Duty Disability is denied,

and such denial is later reversed, the employee shall be paid up to the date the

amount the employee was eligible to receive, less any other disability payments

received by the employee, subject to the same terms and conditions identified

in this paragraph. Employees who return from said leaves shall be reinstated to

their former job classification, if there is a vacancy in said classification, or if a

position in said classification is then occupied by an employee with lower
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seniority. If the employee's former job classification is not available because the

employee would have been laid off, if the employee had not been on a Leave

of Absence, the employee may exercise seniority rights in accordance with and

subject to the layoff, recall and break-in-service provisions of this Agreement. An

employee granted Duty Disability shall continue to receive full benefits for any

period he/she is on said leave in accordance with current practice. Employees

granted Duty Disability shall also continue to earn vacation credit while on duty

disability leave in accordance with current practice.

Section 6.14 Seniority Lists

The Employer shall provide the Association with a seniority fist every six months.

Each month the Employer shall notify the Association of additions and deletions

to that list.

Section 6.1 S Reciprocity
Nurses hired prior fio July 9, 1985, who have rendered service to the County of

Cook, the Chicago Park Qistrict, the Forest Preserve Disi~rict, the Chicago Housing

Authority, the Metropolitan Sanitary District of Greater Chicago, the Sfiate of

Illinois, the Chicago Board of Education, Cifiy Colleges of Chicago, Community

College District 508, Public Building Commission of Chicago, Chicago Urban

7rgnsportation District, the Chicago Transit Authority, and the Regional

Transportation Authority shall have the right to have the period of such service

credited and counted for the purpose of advancement wi#hin longevity salary

schedules, provided the above interpretation of continuous service shall apply.

Nurses hired after July 9, 1985 who have rendered service to another employer as

stated above shall not have the period of such service credited and counted

for the purpose of advancement within longevity salary schedules.

Section 6.16 Reduction from Full Time to Parf Time Status

Nurses will not be reduced from full-time to part-time status solely to avoid the

payment of fringe benefits under this Agreement. It is recognized, however,

that Nurses may continue to voluntarily request such reduction in status for

personal reasons.

Section 6.17 Classification Chances

The Employer shall have the right to increase or decrease the working force, to

eliminate, change or combine job classifications in whole or in part, and to

establish new job classifications as the Employer may determine to be necessary

from time to time for the efficient conduct of its business. The Employer shall

notify the Association of the establishment of a new job classification arguably

within the bargaining unit. The Employer shall set the wage rate for the new

job classification. Upon request, the Employer will discuss the new rate with fhe

Association. If the Association does not agree with the new rate set by the
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Employer, the Association may grieve the Employer's decision through the

grievance and arbitration procedure under this agreement.

Section 6.18 Terriporary Nurses

a. The Employer will meet with representatives of the Illinois Nurses Association

(INA) within sixty (60) days of ratification of the Collective Bargaining

Agreement to discuss creation of a Temporary Registered Nurses pool of

eligible applicants. This pool will be created as soon as practicably after

ratification.

b. Nurses shall be selected in a manner consistent with the Employer's hiring

policies and procedures. The Employer wilt endeavor to use these nurses

for relief personnel in the cases of vacation, sickness, program start-up,

leaves of absence or ofiher temporary relief.

c. Nurses will notify the Employer of their work availability. Thereafter, they

shall notify the Employer of any changes in writing. Failure to do so may

result in removal from the pool.

d. Nurses will receive a professional orientation.

e. Prior to utilizing this Temporary Nurses Agreement for a special event or

program, the Employer will seek volunteers from among current employees

who have the then present ability to perform the required duties of the

special event or program, and, if the use of said volunteers does not hinder

the operational needs of the Employer. Employees will be given

reasonable advance notice of special events or programs in order fio

volunteer. When possible upon request of the INA, the department will

meet and discuss the selection of volunteers. If there are more volunteers

than assignments, the Employer shall select the most qualified employee

who can perform the required duties of the special event ~or program.

Between equally qualified employees, the more senior shall be selected.

f. Nurses will be paid at the straight time rate for all work performed up to

and including forty (40) hours per week and for all hours on a holiday.

Said individuals will be paid at one and one-half the straight rate of pay for

all hours worked in excess of forty (40) hours.

g. The Association will be notified quarterly of the employees working under

this Agreement. Further information on the work schedules will be

provided to (NA upon request.
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h. Temporary Nurses wil( not be and shall not atfain Career Service or

Probationary Career Service status. Said employees are not eligible for

any other compensation or benefits other than those enumerated above.

Individuals performing work under this Agreement shall not perform work in

any assignment for longer than one-hundred twenty (120) calendar days.

The time period for such said individual may be extended by mutual

agreement of the parties. The Employer agrees that it will not use

temporary nurses under this Section in a way which will displace any

regular employees covered under this Agreement, or which will otherwise

eliminate any bargaining unit position.

The City and the INA shall meet within thirty (30) days of the ratification of

the Collective Bargaining Agreemenfi to discuss and agree upon a dues

check off/fair share provision.

k. The hourly rate of pay shall be $32.00, effective on the first day of the first

payroll period following the date of final ratification of the Agreement.

ARTICLE VII
GRIEVANCE AND ARBITRATION

Section 7.1 Discipline

(aJ All disciplinary actions, up to and including discharge, shall be subject to

review only under the applicable grievance and arbitration procedures

provided in Article 7. Such contractual review procedures shall be the

sole and exclusive means for review- of any and all such .disciplinary

actions, and no review of any such disciplinary action shall be available

before the City's Human Resources Board or Police Board. An employee

who may be subject to disciplinary action for any impropriety has the right

to ask for an Association representative to be present at any interrogation

or hearings.

(b) The Employer within its discretion may determine whether disciplinary

action should be an oral warning, written reprimand, suspension or

discharge, depending upon various factors, such as, but not limified to, the

severity of the offense or the employee's prior record. Discipline shall be

for just cause and principles of progressive discipline shat{ apply as set forth

in the Personnel Rules of the City of Chicago. Such discipline shall be

administered as soon as practical after the Employer has had a

reasonable opportunity to fully investigafie the .matter. In cases of oral
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warning, the supervisor shall inform the employee that she/he is receiving

an oral warning and the reasons therefore.

For discipline other than oral warnings, the employee's immediate

supervisor shall meet with the employee and notify him/her of the

accusations against the employee c~nd give the employee an opportunity

to answer said accusations. Specifically, the supervisor shall tell the

employee the names of witnesses, if any, and make available copies of

pertinent documents the employee or Association is legally entitled to

receive.

If the employee requests the presence of an Association representative at

a meeting, one will be provided, if readily available, within a reasonable

time period who shall be given the opportunity, if the employee requests,

to rebut the discipline and request further pertinent information.

The Employer will. notify the Association's office in writing of the

pre-disciplinary meeting at the time the Employer notifies the employee.

The Employer shall not have to unreasonably defer or avoid its intended

disciplinary. action because of the unavailability of an employee

representative, taking all of the circumstances into account. The

Employer is not obligated to meet with the employee prior to taking

disciplinary action where the employee is unavailable or in emergency

situations. The Employer's failure fio satisfy this Section 7.1(b) shall .not in

and of itself resulf in a reversal ofi the Employer's disciplinary action or cause

the Employer to pQy back pay to the employee.

In the event disciplinary action is taken, the employee and the Association

sha(I be given, in writing, a statement of the reasons therefore. The

employee shat! initial a copy, noting receipfi only, which shall be placed in

the employee's file.

(c) Conduci of Disciplinary Investigations

Supplementing all rights and processes due employees covered by this

Agreement-who may be the subject of a disciplinary investigation by the

Inspector General, the interview will be conducted in the following

manner:

A. The interview of the employee shall be scheduled at a reasonable

time, preferably while the employee is on duty, or if feasible, during

day shift hours.
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B. The interview, depending upon tine allegation, will take place at the

employee's location of assignment, normal department location or

other appropripte location, but not at a police station.

C. Prior to an interview, the employee under investigation shall be

informed of the person in charge of the investigation, the identity of

the interviewer and all persons present during the interview. When

a formal statement is being taken, all questions directed to the

employee shall be asked by and through one interviewer at a time.

D. The length of the interview sessions will be reasonable, with

reasonable interruptions permitted for personal necessities.

E. At the beginning of the interview, the employee shall be informed of

the nature of the matters to b~ discussed.

F. An employee under investigation shall not be threatened with

transfer, dismissal or disciplinary action, or promised a reward, as an

inducement to provide information relating to the matter under

investigation, or for exercising any rights contained in this Agreement

provided, however, that this Section sha(I not prohibit or prevenfi an

accurate reading of the employee's administrative rights, or the

imposition of discipline in accordance therewith.

G. An employee under investigation wi(I be provided, without

unreasonable delay, with a copy of any written statement the

employee has made.

H. (1) If the al{egation under investigation indicates a recommendation

for discipline is probable against the employee, said employee will

be given the statutory administrative proceedings rights prior to the

commencement of the interview. (2) If the allegation indicates

that criminal prosecution may be probable against said employee,

fihe provisions of this Section shall be inapplicable and said

employee will be afforded his constitutional rights concerning

self-incrimination prior to the commencement of the interview. An

employee will not be read his/her administrative and Miranda rights

during the same interview.

At the requesfi of the employee under investigation, an employee

who may be subject to discipline shall have the right to be

represented in the interview by a representative of the Association.

The employee shat! be told that he/she has the right to Association
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representation before commencement of the interview. The

interrogation shall be suspended until representation can be

obtained, provided the suspension is not for an unreasonable time

and the Employer does not have the interview unduly delayed.

J. The Employer shall not compel an employee under investigation to

speak or testify before, or to be questioned by, any

non-governmental agency relating to any matter or issue under

investigation.

K. The results of a polygraphexamination shall not be used against an

employee in any forum adverse to fihe employee's interests. Thy

Employer will not require a polygraph examination if it is illegal to do

so. If an employee is asked to take a polygraph examination,

he/she will be advised in writing 24 hours prior to the administration

of the examination. The results of any polygraph examination shall

be known to the employee within one week.

L. This section shal{ not apply to employee witnesses.

M. The identity of an employee under investigation shall not be made

available to the media during the course of can investigation until

charges are filed by the Employer and the employee has the

opportunity to respond th~reta. If an employee is exonerated after

the City initially informed the media of the charges against the

employee, the City will make that fact available to the media where

the employee requests it.

N. In the event that disciplinary acfiion is taken against an employee,

any allegations of violations of this Section shall be heard in

connecfiion with, and in the same forum as, grievances which

protest said disciplinary action.

CO. Any evidence or information including employee statements that is

obtained in violation of the rights enumerated in this Section, shall be

suppressed and shall not be used by the Employer for any

disciplinary action against the employee, or in the case of

promotions or transfers.

Should during the life of this Agreement the City Council enact an

ordinance which transfers the investigative authority of the Inspector

General to another City Departmen# or agency, the provisions of this

Section shall be deemed to be applicable to that Department or agency.

V 3 5 ~"



Section 7.2 Predisciplinary Procedures

Section 7.2~a) Grievance Procedure

1. Matters which are management rights, except as expressly abridged by a

specific provision of this Agreement, and disciplinary actions of suspensions of

over thirty (30) days and discharges, shall be excluded from this grievance

procedure. Suspensions of over thirty (30) days and discharges shall be

governed exclusively by the terms of Section 7.2(b~ below. Disciplinary cases

which are converted from a discharge to a suspension as a result of a decision of

the Human Resources or Police Board do not thereafter become arbitrable as a

result of said decision.

2. Except as set forth in Sections 7.2(a) (1) above and 7.2(by below, any and all

disputes and differences involving Department of Personnel Rules, or an agency

administrative action, or an interprefiation or application of a .specific section in

this Agreement between the Employer and the Association or any of the nursEs it

represents shall be exclusively settled in the following manner and there shall be

no interruption of the operation of the Employer. It is agreed that the time

limitations set forth herein are of the essence and that no action or matter not in

compliance therewith shall be considered the subject of a grievance unless said

time limitations are extended by written agreement of both parties to this

Agreement.

Before a formal grievance is initiated, the nurse shall discuss the matterwith

her/his immediate supervisor. If the problem is not resolved in discussion, the

following procedure shall be used to adjust the grievance:

STEP
A. The nurse or the Association shall put the grievance or complaint

in writing on the Employee Problems Form Step I or the

Association grievance form within ten (10) working days of having

knowledge of the event which gives rise to the grievance. In

fihe space provided, the nurse or the Association will indicate

what Section and part of the Agreement is in violation and the

requested remedy, and submit the form to her/his immediate

supervisor.

B. The immediate supervisor will notify the nurse in writing of her/his

decision in the space provided on the original Employee

Problems Form Step I. This form will be returned to the employee



STEP it

STEP III

c~nd the Association within ten (10~ calendar days after receipt of

the written complaint.

A. if the grievance is not settled at the first Step, the Association

representative and/or the nurse shall have the right to make an

appeal in writing on Employee Problems Form Step II or the

Association grievance form, Step II to the Department Head's

designee and/or Director of Nursing within ten (10) calendar days

after the date of the decision by the immediate supervisor. A

meeting shall be held within five (5) working days thereafter.

The name of the Department Head's designee shall be posted for

nurses in areas where nurse notices are normally posted and

submitted to the Association.

B. The Department Head's designee will notify the nurse in writing

with a copy to the Association of her/his decision on Employee

Problems Form Step II or the Association grievance form, Step II,

within ten {10) calendar days of the Step II meeting.

A. If the grievance is not settled in Step II, the Association or the

nurse may appeal in writing on fihe space provided on Employee

Problems Form Step II! or the Association grievance form, Step III,

along with Steps I and II to the Department Head within ten (10)

cc~lendar days of receipt of the senior supervisor's decision. If the

dispute involves nursing practice issues, the appeal, upon

request, shall be heard by the Department Nead or his/her

designee before the Employer gives the Association and the

grievant a final answer. Where the grievance concerns issues

related fio nursing practices, the Department Head or his/her

designee will seek input from someone who has a nursing or

medical license.

B. The Department Head shall meet with the Association in an effort

to resolve said grievance and reply in writing of her/his decision

within ten (1 d) calendar days from receipt of Step Ili to the nurse

and the Association.

C. Any settlement at Sicp I, II or III shall be binding upon the

Employer, Association and the aggrieved nurse(s). Failure of the
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Employer to answer a grievpnce within the time limits herein shall

permit the Association to refer the case to the succeeding step of

the procedure. The Association will be informed of and allowed

to be in attendance at all grievance or disciplinary hearings.

D. If the grievance is not settled at the third step, either the

Association or the Employer may notify the other in writing within

thirty (30) days of receipt of the Step III decision, that they request

final and binding arbitration.

E. If the grievance or arbitration affects more than one nurse, the

grievance or arbitration may be presented by a single selected

employee representative of the group or class. Either the

Employer or the Association may file a grievance at S#ep III.

F. Even though a grievance has been filed, nurses are obligated to

_follow instructions or orders of supervisors of the Employer, subject

to discipline, except where the instruction or order is so inherently

dangerous to the nurse that it could cause death or serious

physical harm. The Employer agrees that by following

instructions or orders the nurse does not waive the nurse's right to

process her/his grievance.

G. Upon writi~en request, at any step of the grievance procedure,

the Association shall be given specified written materials, policies

or documents pertinent to the grievance under consideration to

which the Association is legally entitled.

STEP IV
A. If the matter is not settled in Step III, the Association or the Employer but not

an~individual nurse(s), may submit the dispute to arbitration only if~it involves an

interpretation or applicafiion of a specific section ofi this Agreement by serving a

written request to arbitrate, setting forth the facts and specific relief requested,

within thirty (30) calendar days after the answer is given at Step I(I hereof. Within

seven (7J calendar days after receipt of the written notice of arbitration the

parties shall meet or otherwise attempt to select an impartial arbitrator by mutual

agreement. If after seven (7~ calendar days .the parties are unable to mutually

agree upon selection of an arbitrator, the parties will contact the Federal

Mediation and Conciliation Service and request a panel of eight (8) arbitrators.

No subsequent panel may be requested excepf with the mutual written

agreement of the Employer and the Association. The Employer and the

Association will alternately strike names from the listing of arbitrators until the

arbitrator is chosen.
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B. The Employer will strike first. The Arbitrafior will advise the parties of his/her

fees and expenses prior to selection and will be expected to charge such fees

and expenses. The fees and expenses of the Arbitrator shall be borne by the

party whose position is not sustained by 'the arbitrator. In cases of split decisions,

the arbitrator shall determine what portion each parfiy shalt be billed, based

upon which party, if any, substantially prevails. Each party shall be responsible

for compensating its own representatives and witnesses. The cost of a transcript

shall be shared if the necessity of a transcript is mutually agreed upon between

the parties. The Arbitrator shall select a date for arbitrafiion within sixty (60) days

of notice that a grievance is ready for arbifiration and submit his/her decision

within thirty (30) days following such hearing. Nothing herein prevents the parties

from mutually agreeing to select an arbitrator without using a panel from FMCS.

C. The parties may agree to submit more than one (1) grievance to an

Arbitrator.

D.. An arbitrable matfier must involve the meaning and application or

interpretation of a specific provision of this Agreement. The provisions of this

Agreement shall be the sole source of any rights which either party may assert in

arbitration. The Arbitrator shall have no power to amend, add to, subtract from,

or change the terms of this Agreement, and shall be authorized only to interpret

the existing provisions of this Agreement and apply them to the specific facts of

the grievance or dispute. The decision of the Arbitrator shall be based wholly o
n

the evidence and arguments presented to him/her by the ~ parties in the

presence of each other. No arbitration hearing shall be held unless both parties

are present. The decision of the Arbitrator shall be final and binding on all

parties fo the dispute, including the employee or employees involved.

Section 7.2(b) Procedures for Arbitrations of Suspensions of Over Thirty (30LDays

and Discharges

1. 1n fihe event that the Association intends to seek arbitration of any suspension

of over thirty (30) days or any discharge, the Association shall notify the Employe
r

in writing, within fifteen (15) calendar days of the effective date of the suspension

or discharge, that it requests final and binding arbitration of the suspension or

discharge. The Association shall submit its written request for final and binding

arbitration to both the affected Department and the Department of Law.

2. Within five (5J working days of service of the arbitration request on the

Employer, a representative from the Association and a representative from the

Employer's Department of Law shall confer and select an arbitrator.

3. The terms of Step IVB and Step IVD of Section 7.2(a) (2) above shall also
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apply to arbitration of suspensions of over thirty (30j days and discharges, except

only that the arbitrator shall conduct a hearing within sixty (60) days of being

notified by the parties of his/her selection, and the arbitrator shall submit his/her

decision within thirty (30) days following the close of hearing, unless the parties

mutually agree otherwise. If an arbitrator informs the parties that he/she is

unable to comply with said time frames, the parties will select another arbitrator,

unless the parties mutually agree otherwise.

4. li is agreed that the time limitations set forth in Section 7.2(b) (1) are of the

essence, and thafi any request for arbitrator not in compliance therewith shall not

be considered arbitrable, unless said time limitations are extended by written

agreement of both parties to this Agreement.

Section 7.3 Association Representatives

The Association will advise the Cify in writing of the names of its officers and

grievance representatives. These officers and grievance representatives will be

permitted a reasonable amount. ofi time without loss of pay during working hours

to investigate and process grievances where this does not substantially interfere

with the efficient operation of the department, provided that such

representatives shall observe the Employer's reasonable visitation rule for

Associationrepresentatives. The representative shall ask his/her immediafie

supervisor for permission to handle grievances on work time, it being understood

that the operation of ttie department takes precedence unless there is an

emergency, but such permission shall not be unreasortgbly denied..

Section 7.4 Prohibition Against Discrimination

The Employer agrees not to discriminate against any employee on the basis of

race, sex, creed, re{igion, color, sexual preference, marital (including parental)

status, age, national origin, or mental and/or physical handicap, or Union

acfiivity.

ARTICLE VIII

EDUCATION, TRAINING, AND PROFESSIONAL DEVELOPMENT

Section 8.1 Tuition Reimbursement

Rules and procedures regarding tuition reimbursement shall be as described in

Exhibit G attached, which by reference is made part of this Agreement.

a. Nurses shall be entitled to tuition reimbursement subject to the restrictions

provided in the Tuition Reimbursement Policy identified as Exhibit H in this

agreement.
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b. The Employer wild, upon request, notify the Association in writing of the

names of nurses who have been granted tuition reimbursement, the
amount of the reimbursement, and the names of nurses whose

applications were denied. This request should specifically identify the

employee by name and by title code. No more than two (2) requests

shall be made per calendar year.

Section 8.2 Paid Released Time For Education

Subject to the approval of the Commissioner or his designate, a registered nurse

enrolled in an educational program leading to the bachelor's, master's or

doctoral degree in nursing or a related field such as Public Health, Public Health

Administration ar Management shall be allowed up to fwo (2) hours per week

paid released time from work where such time is necessary to travel to and/or

attend classes.

Section 8.3 Continuing Education -Orientation

New staff members will be introduced to the philosophy, goals, policies,

procedures, role expectations, physical facilities, and special services in a

specific ~nrork setting. Orientation occurs at the fiime of employment, and

precedes changes in any of the above during employment in a specific work

setting.

Section 8.4 Continuing Education Within Staff Develoament

a. An organized planned program, under the direction of the Commissioner or

his/her designee, in which learning experiences are designed to build upon the

previously acquired knowledge and skills of the learner. Independent endeavor

is encouraged on the part of fihe learner. Only activities in the continuing

education component qualify for the continuing education contact hour.

b. In the event tha# the Employer seeks volunteers to attend an educational

conference which is hosted by an outside~agency, employees will be selected to

attend on a first-come, first-serve basis, subject to operational need.

Section 8.5 Continuing Education Outside the Department

a. Part time nurses will be scheduled for required in-service programming on

Department time. Protocol for part time nurses 'to acquire C.E.U.'s for

approved programs will be based on the general premises of that

affecfiing full-iirne staff.
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b. Fuli time nurses shall receive up to 35 hours per year of paid time for

continuing education workshops, seminars, etc., as approved by the

Department head.

c. Continuing education for Registered Nurses is not mandatory.

d. Beginning in calendar year 2008, Nurse Practitioners will be eligible to

receive reimbursement, in an amount ~p to $500 per calendar year, for

registration fees paid for continuing education programs, as approved by

the Department head or his/her designee. Requests for reimbursement

shall be submitted to the Department's designee.

Section 8.6 Protocol
The following protocol must be addressed when submitting requests for in-service

or continuing education:

O Staff submit written request through supervisor to the Department Head's

designee. The City will make required forms available to employees.

1. Use specific Form N.S. 95: Request for continuing education
programs, workshops, meetings, etc. Submit two (2) copies to your

supervisor.

2. State personal objectives for attending program, indicating
expected outcomes in relation to Department programs and staff's

responsibilities (how will the staff person implement this into her

functions, how does he/she expect to change by virtue of attending

this program, etc.).

3. Attach a copy of requested program (unless known to the
Department Head's designee).

4. State how the content and reaction to workshop will be shared with

other staff by the person requesting to attend.

Staff's Supervisor reviews request.

1. Approves or disapproves, stating reason in writing. No reasonable

request shall be denied.

2. Submits one (1) copy of N.S. 95 to the Department Head's designee

as completed above, indicating supervisor's approval. Within
fourteen (14) calendar days of receiving the employee's request,



the Supervisor will inform the employee if the request has been

disapproved by the Supervisor or submitted to the Deparfmenf

Head's designee for consideration.

c. The Department Head's designee reviews submitted requests and makes

selection for attendance based on following "criteria."

1. Agency's ability to meet staffing for programs needs.

2..Staffing needs of the agency.

3. Correlation of objectives of workshop with staff's personal objectives as

written.

4. Seniority of staff (after above criteria have been met) when number

requesting to go exceeds number agency limits to go.

d. The Department Head's designee will notify the supervisor who will tell staff

of the decision and return to the staff person their copy of the N.S. 95.

e. After the meeting, sfiaff completes #4 (on N.S. 95), a brief critique of the

meeting or states that they did not attend meeting and why.

f. Staff submits the completed N.S. 95 to the Department Head's designee for

inclusion in employee record folder and for validation of future in-service

requests.

Section 8.7 Performance Evaluations

As part of the evaluation process, the nurse's supervisor shall discuss the

evaluation with the employee and give him/her the reasons for such evaluation

and an opportunity to clarify or rebut his/her evaluation. During the discussion

each nurse shall receive a legible copy of the performance appraisal, signed by

the supervisor and the nurse. The nurse's signature will indicate only that he/she

has seen the evaluation.

The evaluation form shall state that it is the nurse's right to place a rebuttal in

his/her file if the nurse so chooses.

Both the evaluation and the rebuttal shall be retained in the nurse's personnel file.

Section 8.8 Preceptors

The Employer and the Association mutually recognize the value of preceptorship

in the training of new bargaining unit employees. Where the City assigns a nurse
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Io precept c new employee, the appropriate City supervisor will discuss the terms

of the preceptorship with the preceptor and the new employee, and the

Department will utilize its current validation checklist, or some other similar

informal written document. The preceptorship will be taken into consideration in

any evaluation of the precepting nurse's performance with respect to his/her

caseload.

Secfiion 8.9 Training
The Employer and Association are committed to the principle of training for

employees in order to improve efficiency and effectiveness. The Employer has

the right to require employees to attend training without the loss of pay, and the

Employer may request proof of attendance. The Employer may change an

employee's start time to coincide with the hours of the training.

ARTICLE IX
ASSOCIATION REPRESENTATION

Section 9.1 Dues Deduction

Upon receipt of a written authorization in a fiorm agreed upon by the Employer

and the Association, the Employer shall deduct from the wags of the nurses

concerned the dues uniformly required and shall forward the full amount to the

Association by the tenth (10th) day of the month following the month in which

the deductions are made. Authorization.for snch deduction shall be irrevocable

unless revoked by written notice to the Employer and the Association during the

fifteen (15) day period prior to the. expiration of this Agreement. The Employer

will not similarly deduct the dues of any other organization as to nurses covered

by this Agreement.

Section 9.2 Indemnity
The Association shall indemnify and hold the Employer harmless against any and

all claims, demands, suits, or other forms of liability, including damages, attorney's

fees (as outlined in the side letter) and court and other costs that shall arise ouf of

any action taken or not taken by the Employer for the purpose of complying with

this Article, or in reliance on any list, notice, certification or assignment furnished

under any of such provisions.

Section 9.3 Contract Negotiations

The Employer agrees to meet with Association representatives, including Local

Unit representatives, but not more than five (5) who are employees covered .by

this Agreement, at reasonable times fo negotiate a subsequent collective
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bargaining agreement. Two alternafie representatives who are employees

covered by this agreement can attend mee#ings to negotiate a subsequent

collective bargaining agreement in place of the Association's representatives.

The names of designated representatives, which includes the two alternate

representatives, shall be certified to the Employer in writing by the Association.

Said designated representatives attending the meeting shall participate without

loss of pay. During the course of contract negotiations with the City, said

designated representatives may also be allowed a reasonable amount of time

without loss of pay during working hours for the purpose of r~eeting, and/or

traveling to meetings, to discuss issues relevant to their representation of the

Association, in said negotiations, provided that no one designated representative

will be granted more than a total of four (4) hours of paid time under this Section

in any calendar year, and provided further that the total paid time used by all

designated representatives under this Section does not exceed twenty-eight (28)

hours in any calendar year. Designated representatives will obtain the

permission of their respective supervisors before using paid lime under this

Section, it being understood that the operational needs of the department take

precedence.

Section 9.4 Attendance at State and National Conferences

Subject to staffing needs, a reasonable number of elected delegates will be

permitted to attend state and national conferences/meetings of the

INA/American Nurses Association and United American Nurses. The City will

continue its practice of reimbursing such attendees for wages lost while enroute

to and from, .and attending, the conference/meeting. It is expected that travel

shall be by the most expeditious method available.

Section 9.5 INA Orientation

The Employer agrees to grant the Association a reasonable opportunity during

the orientation of new nurses to present the benefits of membership in the

Association. The Association may have up to one (~1) hour prior to, or following,

the Employer's normal orientation period.

ARTICLE X

NO STRIKE OR LOCKOUT

Section 10.1 No Strike

During the term of this Agreement neither the Association, its officers, or members

shall instigate, call, encourage, sanction, recognize, condone, or participate in

any strike (including, but not limited to sympathy strikes and strikes to protest
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Union or third party conduct), slowdown, stoppage of work, boycott, picketing,
or willful interference with rendering of services by the Employer.

Section 10.2 Association Responsibility
The Association agrees that it will use its best efforts to prevent any acfs forbidden
in this Article and that in the event any such acts take place or are engaged in
by any nurse or group of nurses, the Association further agrees it will use its best
efforts to cause an immediate cessation thereof. If the Association immediately
takes steps in good faith to end any strike, slowdown, stoppage; boycott,
pickeiing or interference, the Employer agrees that it will not bring action against

the Association to establish responsibility for such wildcat or unauthorized
conducfi.

Section 14.3 Discipline For Breach.
The Employer in i1~s sole discretion may terminate the employment or otherwise
discipline any nurse or nurses who engage in any act forbidden in this Article.

Section 10.4 No Lockout
The Employer agrees not to lock out the nurses during the term of this Agreement.

ARTICLE XI
MISCELLANEOUS

Section 11.1 Personnel Files
The Employer's personnel files and disciplinary history files, except for confidential
.documents, relating to any nurse shall be open and available for inspection by

the affected nurse during regular business hours. Any material and/or matter
not available for inspection shall not be used in any forum adverse to the nurse's
interest. Records of disciplinary action which are. over two years after~the date

of the incident or the date upon which the violation was discovered, whichever is
longer, shall not be used against the nurse unless the matter is the subject of
eifiher civil or criminal court litigation prior to the expiation of the two-year period.

Section 11.2 Bulletin Boards
The Employer or her/his designee in the department shall, upon the request of a
nurse of that department or agency, and subject to the availability of space,
designate space on a bulletin board for the nurse to post materials which do not
relate to. official City business. The nurse shall not use such space for posting
abusive, inflammatory or partisan political material. All materials which are
posted by the nurse must be signed and dated by such nurse prior to posting,

and bear the approval of the Department Head or his designee.
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Section 1 1.3 Waiver
The parties acknowledge that, during fihe negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands
and proposals with respect to any subject or matter not removed by !aw from the
area of collective bargaining, and that the understandings and agreements
arrived at by the parties, after the exercise of that right and opportunity, are set
forth in this Agreement. The parties expressly waive and relinquish the right, and
each agrees that the other shall not be obligated during the term of this
Agreement, to bargain collectively with respect to any subject matter
concerning wages, hours or conditions of employment referred to or covered in
this Agreement, or discarded during the negotiations, even though such subjects
or matters may not have been within the knowledge or contemplation of either
or both of the parties at the time they negotiated this Agreement.

Section 7 1.4 Complete Agreement
This Agreement represenfis the sole and complete Agreement between the
parties, and supersedes all prior agreements.

Section 1 1.5 Modifications
After this Agreement has been executed, no provision may be altered or
modified during the term of the Agreement except by mutual consenfi in writing
between the Employer and the Association, and only at a conference called for
such purpose by the parties and ratified by their respective organizations. .All
such alterations or modifications shall be executed with the same formality as this
Agreement.

Section 1 1.6 Nursing Practice Council
A Nursing Practice Council shall be established to meet and discuss issues that
affect the practice of nursing and the delivery of care to the public. Grievances
and changes to this Agreement shall not be' discussed. The committee shall
report their findings and recommendations to the Commissioner of the
Departmenfi of Public Health. The committee's role is advisory. The Council
shall have an equal number of INA representatives and management
representatives from the Department of Health, not to exceed tour (4)
represenfiatives from each party. The Council shall meet quarterly, unless parties
mutually agree to other arrangements. Nurses attending the meetings shall be
paid their regular straight time rate. INA shall select the four (4) INA
representatives and will be responsible for notifying management of their
selection. Absent the express agreement of the Employer, no more than one (1)
!NA representative from any one program, work site or cluster will be granted
paid time off from work to attend any Nursing Council meeting. Prior to the
Council meeting, the INA will submit an agenda for ifiems fo be discussed which



will assist in determining which INA and management represenfiatives are

needed for the Council meeting.

The first meeting of the Council shall take place within ninety (90) days of the

ratification of the Agreement unless the parties mutually agree otherwise.

Section 1 1.7 Health and Safety
A Health and Safety Committee shat! be established composed of five (5)

representatives of INA and five (5) representatives of management. The

committee shall meet on a monthly basis to identify, inspect and correct unsafe

or unhealthy working conditions which may exist. The committee shall make

recommendations to the appropriate Department Commissioner who shall

respond to these recommendations within thirty (30) days of receipt of the

recommendation.

The Employer shall continue its efforts to provide for a safe working environment

for its employees as is legally required by federal and state laws.

Section 1 1.8 Protocol Committee
At least one staff level representative will serve on each protocol committee.

The INA will encourage staff to volunteer.

Section 1 1.9 Automobile Reimbursement

Employees who are required by the Employer to use their own automobiles in the

performance of their job sha(Ireceive mileage reimbursement at the then

effective rate recognized by the Internal Revenue Service, with a maximum of

$200 per month. On the effective date of fihis Agreement, the maximum

reimbursement wilt increase to $350 per month. Effective February 1, 2008, the

maximum reimbursement will increase to $450 per month. Effective February 1,

2009, the maximum reimbursement will increase to $550 per month. Thereafter,

the maximum reimbursement will increase effective each February 1 by the

percentage increase in the Transportation Expenditure Category of the

Consumer Price Index for All Urban Consumers (CPI-U): U.S. City Average for the

previous year, as rounded to the nearest $5 increment. Employees seeking

mileage reimbursement must submit that request on a form provided by the

Employer. Payment for mileage expenses will be made on a monthly basis. In

the event that during the life of this Agreement the Employer shall implement for

any group of employees an automobile expense reimbursement program which

is more favorable to employees than the provisions of this paragraph, upon

nofice from the INA, the Employer will meet and discuss with representatives of
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the INA the possible application of said new program to employees covered by

this Agreement.

Section 11.10 Delegation
Nurses shall not be required or directed to delegate nursing activities to other

personnel inconsistent with recognized standards of professional practice and/or

the Illinois Nursing Act and the Rules for its Administration.

Section 11.1 1 Reasonable Accommodation

Whenever an employee (or the Association at the request of an employee)

requests an accommodation under the /americans with Disabilities Act ("ADA"},

or such an accommodation is otherwise contemplated by the Employer, the

Employer, the employee and/or the Association will meet to discuss the matfer.

If the Er~ipioyer, the employee and the Association reach agreement, such

agreement shall be binding on the_ Employer, the Association, and all employees:

In the event a grievance is filed over any action or inaction by the Employer, and

the Employer claims that such action or inaction was based on the Employer's

obligations under the ADA, the arbitrator shall take the Employer's obligations

under the ADA, the Association's obligations under the ADA, as well as the

provisions of Section 7.4 (non-discrimination) of this Agreement when rendering

his or her decision.

Neither party shall unreasonably withhold its consent to the reasonable

accommodation of a nurse.

It is the intent of the parties that reasonable accommodations adopted by the

Employer conform to the requirement of the contract to the extent practicable.

In the event of a conflict between this Agreement, any agreement or settlement

hereunder or arbitration award and any decision of any- agency or court of

competent jurisdiction finding a violation of the ADA, such decision shall take

precedence over'the Agreement, and agreement or settlement hereunder or

arbitration award.

Information obtained regarding the medical condition or history of an employee

shall be treated in a confidential manner.

~' 49 V



Section 1 1.12 Labor-Management Meetings

For the purpose of maintaining communications between labor and

management in order to cooperatively discuss and solve problems of mutual

concern, labor-management meetings between the INA and designated

representatives of the Department of Health will normally be held on a quarterly

basis. INA and representatives from other City Departments where INA

represented nurses are employed may also hold labor management meetings

on a mutually-agreeable basis. Representatives of other interested City

Departments may attend said meetings ai' their discretion. Fewer or more

frequent meetings may be held by mutual agreement of the parties. Meetings

shall be scheduled at a time, place and date mutually agreed upon with due

regard for the efficient operation of the Employer's business.

The parties may discuss any subject of mutual concern, except for grievances

and changes in this Agreement. Each party shall prepare and submit an

agenda to the other one (1 j week prior to the scheduled meeting. These

meetings shall be attended by a reasonable number.of representatives of each

party, which number shat( be mutually agreed to by the INA and the Employer.

Any INA representative who is a City employee shall ask his/her immediate

supervisor for permission to attend alabor-management meefiing on work time, it

being understood that the operations of the Department take precedence, but

such permission shall not be unreasonably denied.

Section 1 1.13 Extension of Benefits

Any improvements in holidays, vacations, sick leave for salaried employees,

automobile reimbursement, group health, vision care, dental, life and accident

benefits, bereavement leave and jury duty leave granted to the majority of other

employees of the Employer during the term of this Agreement shall also be

granted to employees covered under this Agreement.

ARTICLE XII
SEPARABILITY

Section 12.1 Separability
Should any provision of this Agreement be rendered or declared invalid by

reason of any existing or subsequently enacted legislation, or by decree of a

court of competent jurisdiction, only that portion of the Agreement shall become

null and void, and the remainder shall remain in ful( force and effect in

accordance with its terms.
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ARTICLE XIII
DRUG AND ALCOHOL PROGRAM

Section 13.1 Policy Statement

The City of Chicago's essential mission is to provide services to its citizens in a safe

and economic manner. The parties to this Agreement recognize that drug and

alcohol abuse in the workplace has a deleterious effect on the health and safety

of employees, as well as their morale and productivity, all of which creates an

undue burden on the persons which the City and the employees covered by this

Agreement serve.

The Employer and the Association maintain a strong commitment to protect

people and property, and to provide a safe working environment. To this end,

the Employer has also established its confidential Employee Assistance Program

for employees with personal problems, including ~Icohol and substance abuse,

and the parties to this l~greement urge employees who have such problems to

utilize the Program's services.

To maintain a workplace, which provides a safe and healthy work environment

for all employees, the following drug and alcohol program is also established.

Section 13.2 Definitions
(a) Alcohol: Ethyl alcohol

(b) Prohibited Items &Substances:
all illegal drugs and controlled substances, alcoholic beverages, and

drug paraphernalia in the possession of, or being used by, an

employee on the job or the premises of the Employer.

(c) Employer Premises:
a!I property, facilities, land, buildings, structures, automobiles, trucks

and other vehicles owned, leased or used by the Employer as job sites

or work locations and over which the Employer has authority as

employer.
(dJ Employee: all persons covered by this Agreement.

fie) Accident:
an event resulting in injury to a person requiring medical attention or

causing significant damage to property to which an employee

contributed as a direct or indirect cause.

(f) Reasonable Cause:
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erratic or unusual behavior by an employee, including but not limited

to noticeable imbalance, incoherence and disorientation, which

would lead a person of ordinary sensibilities to conclude that the

employee is under the influence of drugs and/or alcohol.

(g) Under the Influence:
any mental, emotional, sensory or physical impairment due to the use

of drugs or alcohol.

(h) Test:
the taking and analysis of any body component sample, whether by

blood, breath, urine, or in any other scientifically reliable manner, for

the purpose of identifying, measuring or quantifying the presence or

absence of drugs, alcohol or any metabolite thereof.

Section 13.3 Disciplinary Action

(a) All employees are expected to report to work in a physical condition thafi

will enable them to perform their jobs in a safe manner. Further,

employees shall not use, possess, dispense or receive prohibited items or

substances or at the Employer's premises, nor shall they report to work

under fihe influence of drugs and/or alcohol.

(bJ When, based upon the direct observation of two supervisors, the

Employer has reasonable cause to believe that an employee on duty is'

under the influence of a prohibited substance, the Employer shall have

the right to subject that employee to a drug and alcohol test. At the

Employer's discretion, the employee may be placed on administrative

leave with pay until test results are available. All documentation

concerning the decision to perform a drug or alcohol test and the test

results themselves shall be kept confidential pursuant to the terms of

Section 4(j) herein. If the test results prove negative, the employee shall

be reinstated. In all other cpses, the Employer will terminate all

employees who:

(i) test positive for drug and/or alcohol use;

(iii refuse to cooperate with testing procedures;

(iii) are found to be under the influence of drugs or alcohol while on duty

and on the Employer's premises;

(ivy are found in possession of alcohol, drugs or drug paraphernalia, or are

found smelling or distributing drugs or drug paraphernalia, on the

Employer's premises.
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(c) All adverse employment action taken against an employee under this

program shall be subject to the grievance and arbitration procedures of

this Agreement.

Section 13.4 Druq and Alcohol Testing

(a) The Employer may require drug and/or alcohol testing under the following

condifiions:

(i~ a test may be administered in the event that two supervisors have

reasonable cause to believe that an employee has reported to

work under the influence of or is at work under the influence of,

drugs or alcohol;

(ii) a test may be required if an employee is involved in a workplace

accident or fighting;

(iii) a test may be required as part of a follow-up to counseling or

rehabilitation for substance abuse for up to a one year period

following the end of an in-patient rehabilitation program or one

year and 30 days after the initial counseling session;

(iv) as may be required by agreemenfi or grant program.

(b) Employees to be tested will be required to sign a consent form and chain

of custody form, assuring proper documentation and accuracy. If an

employee refuses to sign a consent form authorizing the test, he or she will

be subject to termination.

(c) Drug and alcohol testing will be conducted by an independent laboratory

accredited by the relevant agency of the United States Department of

Health and Human Service ("DHHS"), and may consist of either blood or

urine tests, or both. The Employer reserves the right to utilize a

breathalyzer to test for the presence of alcohol, in lieu of other clinical

testing.

(d) Laboratory testing procedures will conform to the procedures specified in

the DHHS guidelines for federal workplace drug testing programs, dated

June 9, 1994 and as may be amended hereafter by DHHS.

(e) Initial and confirmatory test resu{#s which meet or exceed the cutoff levels

for drugs set forth in the DHHS guidelines (and as they may be amended)



shall be regarded as "positive," and shall presumptively establish that the

tested employee was under the influence of drugs.

(f) Initial and confirmatory (or breathalyzer) test results which meet or exceed

the level of blood alcohol established in the Illinois Motor Vehicle Act as

legal intoxication shall presumptively establish that the tested employee

was under the influence of alcohol.

(g) 1'he cost of initial and confirmatory testing will be borne by the Employer.

(h) Drug and alcohol test results shall be reported to the Commissioner of

Personnel or his designee in the manner to be prescribed by the

Commissioner. The applicant or incumbent shall be notified of the test

results in writing. The Commissioner will inform the applicable department

head of any employee who tests positive for alcohol or drugs, who in turn

will initiate disciplinary proceedings under Section 13.3 ak~ove.

(i) All urine or blood samples shall be taken in sufficient quantity as to allow for

retesting. Any portion not used in the fiest will be preserved by

scientifically reliable means for one (1 ~ year following the test. Any

employee whose test result is positive may elect, at his or her expense, to

be retested by the same or other laboratory satisfactory to the

Commissioner of Personnel, provided that the Employer's testing laboratory

shall arrange for transmitting said sample .to the second laboratory. Positive

results of said retesting shall be conclusive as to the presence of alcohol or

drugs. The failure to take a sufficient sample, or to preserve such sample,

to allow for retesting, shall not affect the removal from eligibility of an

applicant or personnel action, including discharge, of any employee.

(j) No laboratory report or test results shall appear in the incumbent's

personnel file unless They are part of a personnel action under this

program, but shall be placed in a special locked file maintained by the

Commissioner of Personnel, except as such disclosure may be required by

this policy, taw or ordinance. Such information shall be regarded as

confidential and shall be used by the Employer in accordance. with the

provisions of this Article.

Section 13.5 Employee Assistance Proctram

(a) The parties to this Agreement recognize that impairment dye to drug and

alcohol abuse can be an illness which should be treated. Accordingly,

employees are encouraged to seek help for a drug or alcohol problem before it

deteriorates into a disciplinary matter and may participate if they wish in the
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voluntary Employee Assistance Program. The Employer also wi
ll make nurses

covered by this Agreement aware of the Peer Assistance Network 
for Nurses of

the Illinois Nurses Association.

ARTICLE XIV

SUBCONTRACTING

Section 14.1 Subcontracting.

The Employer will have employees perform bargaining unit work where

practicable; however, the Employer reserves the right to contract
 out work for

reasons of efficiency or economy.

(a) Prior to subcontracting bargaining unit work, the Employer shall provide

the Association notice of any intent to contract out five (5) calen
dar

days prior to giving Public nofice t~ prospective bidders. A copy o. the

Public Notice shall also be made available to the Association on the

City of Chicago website.

(b) The nofiice shall be in writing and shall contain a description of the w
ork

to be performed, any contemplated impact on bargaining unit

employees, and any other relevant data to enable the Association t
o

discuss with the Employer alternatives to such action.

(c) Upon request, the Employer will meet with the Association wifihin 3 days

of such a request.

(d) If the Employer determines to accept a bid and enter into a contrac
t

with an outside contractor, the Employer shall give notice of such

contemplated action to the Association at least forty five (45) days prior

to entering a contract, or as soon as practicable. This notice shall be in

writing and contain the name and address of the party who will

perform the work, the contractor's proposal, and any modifications to

the previously-provided information that is outlined in paragraph (b)

above.

(e) The Association may present an alternative proposal to the proposed

subcontracting out of bargaining unit work at any time during this

process, but not later than thirty (30) calendar days from the date of

receiving the notice as set forth in paragraph (d) above. Upon receipt

of any alternative proposal from the Association, the Employer shall

respond within seven (7) days.



(f) If bargaining unit employees would be displaced by the proposed

subcontracting, the Employer shall r~~ake available, on a seniority basis,

equal-rated permanent jobs the Employer has declared to be vacant

in the Department, or other Departments, in that order, provided the

displaced employees have the then present ability to perform the

required work without further training. However, fihe employee shall be

provided with a reasonable amount of orientation to allow her or him to

perform the work. Prior to contracting out of bargaining unit work, the

Employer, the Association, and the proposed contractor shall meet to

discuss the employment of employees subject to layoff. The Employer

will request that the contractor hire laid off employees.

ARTICLE XV
DURATION

Section 15.1 Duration

This agreement'shafl b~ effecfiive from the date upon which it is ratified by

the Gity Council of the City of Chicago, and shall remain in effecfi through

11:59 p.m. on June 30, 2022. This Agreement will continue thereafter from

year to year unless notice of termination or of a desire to modify this

Agreement is given by either party sixty (60) days prior to June 30, 2022, or

sixty (60) days prior to any anniversary date thereafter. If such a notice is

given, the parties shall meet promptly to negotiate a new Agreement.

Section 15.2 Healfih Plan Reopener

Health Plan Reopener. Each party reserves the right to reopen this

agreemenfi in order to further negotiate the Health Plan set forth in Sections

4.8 4.9 and 4.10 for the following reasons:

i . Any changes) in the applicable law(s), including but not limited to a

universal, national or state health care program mandating significant

changes in health insurance benefits that becomes law and is

effective during the term of this Agreement;

2. The lack of achievement of healfh care cost containment as

anticipated by -the parties pursuant to the establishment and

administration of the Labor-Management Cooperation Committee

on health care ("LMCC"~, as defined below:

`~ 5 6 ~'



(a) The parties charge the LMCC with the responsibility of

approving Plan changes that will result in significant cost

containment or savings, as measured by a projected

increase of costs for any individual plan of no more than

8% in Fiscal Year 2009 and each fiscal year thereafter

when compared to health care costs in Fiscal Year 2008

and each previous fiscal year thereafter, respectively.

(b) Should the Plan changes .approved by the LMCC fail to result

in such cost containment or savings as stated in subsection (a)

above, the LMCC shall make such adjustments to the Pian as

are necessary, including but not limited to adjustments in

deductibles, co-pays and co-insurance, to prevent the cost

increase from exceeding 8% as measured in subsection (a)

above.

(c) Should the Plan changes approved by the LMCC fail to

achieve cost containment or savings as stated in subsections

(a) and (b) above by the end of following fiscal year, either

party may elect to reopen negotiations as set forth herein on

the following specific topics:

• Health Plan sit forth in Sections 4.8, 4.9 and

4.7 0;

~ Structure of the LMCC;

• Composition of the LMCC;

• Funding of the IMCC;

If any one of the foregoing events or conditions occurs, either party to this

Agreement .has thirty (30} days to notify the other party of its intent to

reopen this Agreement in order to negotiate the Health Plan set forth in

Sections 4.8, 4.9 and 4.10. Should either party elect to reopen

negotiations pursuant to this provision, it shall submit written notice to the

other party. Thereafter, the parties have ninety (90) days within which to

reach agreement on the Article. If the parties fail to reach agreement at

the conclusion of that ninety (90) day period, each party reserves the right

to reopen the entire Agreement.
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APPENDIX A
LIFE TNSURANGE

1. Optional Group Term Life Insurance

Effective upon ratification of this AgreEmEnt, or upon

implementation of the plan, whichever is Later, full-time or

full-time equivalent Registered Nurses shall have the option to

purchase additional Group Term Life Insurance under a new plan (P1an

C). Present employees may opt for new Plan C or stay with old Plan

B. New employees will have the new Plan C option only.

Plan B - Optional Group Term Life Insurance - Fixed Rate

Full-time or full-time equivalent Registered Nurses shall

continue to have the option of purchasing additional insurance in

$1, 000 units up to an amount equal to the employee's annual earnings

rounded up to the next multiple of $1, 000. The~manthly premium each

employee pays will depend upon the amount of coverage selected.

Premiums will be deducted from each paycheck.

Plan C - Optional Group Term Life Insurance - Graduated Rate

Full-time or full-time equivalent Registered Nurses shall have

the option to purchase additional insurance in the amount of one,

two, or three times the Nurse's salary. The monthly premium each

employee pays will depend upon the amount of coverage selected and

age. Premiums will be deducted from each paycheck.

2. Universal Life Insurance Program

Effective upon ratification of this Agreement, or upon

implementation of the plan, whichever is later, full-time or full

time equivalent Registered Nuxses shall have the additional option

of purchasing Universal Life Insurance for themselves, their spouses

and any dependent children. The monthly premium each employee pars

will depend upon the amount of coverage selected and age. Premiums

may be deducted from each paycheck.

v 59 V



APPENDIX B
MEDICAL CARE BENEFITS

The following changes in the current City Health Cage Plan (the "Plan") shall become effective

on January 1, 2006, unless otherwise provided in this Appendix B. Unless changed by this

proposal, all other aspects of the Plan shall remain in. effect.

1. Plan Alternatives.

The Plan shall consist of three separate alternative coverages - a PPO plan ("PPO"); a PPO

Plan with a Health Reimbursement Account ("PPO/HRA"); and two HMO plans ("HMO").

2. Plan Design.

(a) Network Plans•

(i) The deductibles, co-insurance and out-of pocket maximums for the PPO Plan

and the PPO/HRA Plan are set forth in Exhibit 1 hereto. For the PPO and PPS/HRA

Plans, all covered services are subject to the annual deductible unless otherwise

indicated. HMO benefits in Exhibit I are not subject to co-pays unless the co-pay is

specified.

If. the Employer decides that the PPO/HRA alternative lacks sufficient employee

enrollment or is cost prohibitive, it may discontinue that alternative provided the

Employer provides reasonable prior notice to the Union and an opportunity for those

enrolled in the PPO/HRA to eziroll in another plan. For this purpose, "reasonable

notice" shall be defined as nofiification in writing of the employer's intent to

discontinue the plan at least ninety {90) days prior to the proposed discontinuation

where circumstances are within the city's control. In all other cases, the City will

provide the maximum notice as is practicable under the circumstances. In addition,

in the event that a new health care plan becomes available to the City during a Plan

year, the Employer shall have the right to include that new plan in the Plan

alternatives upon reasonable notice to and discussion with the Union.

(ii) The PPO/HRA. Plan shall have an HRA account for each employee (to be

administered by the relevant claim adx~iinistrator or other third party administrator

which the Employer shall determine, with prior notice to the Union), which account shall

be credited with $500:00 per individual, and $1;000.00 per family per Plan year. Such

amounts must be used for "qualified medical expenses" (as defined by the Employer), and

can be carried over into the next Plan year if not used in the preceding Plan year.

(iii} The PPO and PPO/HRA Plan will provide a "wellness" feature for members with a

maximum annual benefit of $600.Q0 per individual, which is not subject to the Plan

deductible or co-insurance.



(iv) Add an erriergency roam deductible of $100.00 to the PPO and PPO/HRA. Plan which

amount shall be waived in the event the individual is admitted to the hospital. The
Employer will interpret this provision consistently between its various bargaining units.

(v) Add a disease management feature for active employees. The employer will

consider any input from the Union through the Labor Management Health Care Committee

concerning the structure and implementation of this feature.

(vi) Expand the Employer's 125 Plan effective January I, 2006, to provide for a voluntary

"flexible spending account" feature to allow for the contribution by participants of up to

$5,000 per Plan year to fund certain medical expenses (such as dental, vision, deductibles,

co-payments, drug co-payments, and over-the-counter drugs) on a pre-tax basis, subject to

the normal IRS rules regarding such plans.

(vii) All newly hired employees shall be required to participate in the PPO Plan for the first

18 rxxonths of their employment. These employees shall be eligible to participate in the

first eiuollment period following the 18 month anniversary of their dates of hire.

(b) HM4 Plan:
(i) The HMO Plan shall have the minimum features set forth inn Exhibit 1 hereto.

3. Health Care Contributions

(a) The schedule for employee contributions to the Plan, as set forth in the 1999-2003
collective bargaining agreement(s), sha11 remain in effect until June 30, 2006.

(b) Anew employee contribution schedule, which sha11 become effective July 1, 20Q6,

is set forth in Exhibit 2 hereto.

4. Prescription Drug Coverage

(a) Retail Drug Plan:
For the PPO Plan, PPO/HRA. Plan; and HMO Plan, the following co-pays shall

apply -
(i) generic tier 1 -effective through life of the Agreement - $10.00.

(ii) brand formulary tier 2 (brand with no generic substitute) -

effective July 1, 2.006, $30.00.

(iii) brand with generic substitute - $IO.00~generic co-pay plus the difference in cost

between brand and generic drug.

(iv) brand non-formulary tier 3 -effective July 1, 2006, $45.00.

(b) Mait Order Plan:
The PPO Plan, the PPO/HRA Plan, and HMO Plan shall have a mail order feature.
The co-pays for the mail order plan fora 90 day supply are as follows --

(i) generic tier 1 -effective through life of the Agreement - $20. 0.



(ii) brand formulary tter 2 (brand with no generic substitute) -

effective July 1, 2006, $60.00.

(iii) brand with generic substitute - $20.00 generic co-payment plus difference in

cost between brand and generic drug.

(iv} brand non-formulary tier 3 -not available in mail order.

5. Dental and Vision Plans

(a) Preventative Dental Plan:

The Employer shall maintain the current PPO and HMO dental plans with changes to

co-pays and deductibles according to the schedule attached as Exhibit 3 hereto.

(b) Vision Care P[an:
The current vision plan will be deleted. Vision benefits are to be included in the

PPO and PPO/HRA Plans, and under the HMO's pursuant to the coverages available

in those plans.

The Employer reserves the right to add to, change, modify or withdraw this proposal unti
l

fznal ratification of the entire agreement is concluded.

v 3 ~'



E~'.HiBI'T 1

BErvErr~~ PPO PPO w/HRA [IMO

HRA (sin- N/A $500/$1000 N/A

ale/family)

Co-Insurance 90%/60% 90%/60% N/A

(in/out of net-
work)

1 ~~:r~i_'11t

XN',til:,ltic •h

~_1.t~;r,i~;~~~a

- --- --- -
In-Network
Deductible 'I

Out-of-Network
Deductible

In-Network OPX

Out-of Network
OPX

ER Co-Payment

Office Visits

~i, ~~F~;~ ,, ~.~ ~rb ~..

11~i;~.iiiir:litS ii~~lac~i(tl►~lnsti7:i~~c•~c ~'i,~ia, i~~~~iiirsu~•~i

—__ __
..,

;~?
,,

,,~ ~ _

$300/person (eff. $1,000 person N/A

1 / 1 /06) , $2,000 family

$350/person (eff.
111 /07)

znax of 3 per family

$1500/person (eff-.
1/1/06)

$3000/family

$1500 per person
$3000 per family

(includes deductible)

$3500 per person
$7000 per family

$100, waived if
admitted; not ap-

plied toward
deductible or OPX

(eff. 1/1/06)

90%/60%

$3500 per person
max of 3 per family

$3000 per person
ma3c of three per

family
(deductible not

included)

$11,500 per person
$34,000 per family

$ 7 04, waived if
admitted; not ap-

plied toward
deductible oz OPX

(eff. 1/1/06)

90%/60%

Status Quo

N/A

Status Quo

$100, waived i f
admitted

(ef£ 1J1/06)

$15.00 Co-Pay
(eff. 1/1/06)

$20.00 Co-Pay
(eff 1 / 1 /07)



I IEALTI~(

I~~su~Ancr. IIightights ~f IIc~:~fth Insurance Ilan, Continued

(SI•;CT'tON 25.2)

Rr:Nt~:r~~~ ----- ]'~P:O , . ~-FPO w/kIRA >1-~MO

Pediatric Please Refer to Please Refer to Covered

Immunization Wellness Benefit Wellness Benefit

Pap Please Refer to' Please Refer to $15.00 Co-Pay

Smeaar/Routine Wellness Benefit Wellness Benefit (eff. 1/1/06}

Gynecology $20.00 Co-Pay

(eff. 1 / t /07)

$15.00 Co-Pay

Mammograms Please Refer to Please Refer to (eff. 1/1/06)

Wellness Benefit Wellness Benefit
$20.00 Co-Pay
(eff 1/1/07)

$ 15.00 Co-Pay

Outpatient 90%%60% 90%/60% (eff. 1/1/06)

Surgery $20.00 Co-Pay
(eff. 1/1/07)

$15.00 Co-Pay

Tn-Patient I-Iospital 90%/60% 90%/60% (eff. 1/1106)

Services $20.00 Co-Pay
(eff. 1/1/07)

Outpatient 90%/60% 90%160% Covered

Laboratory

Outpatient 90%/60% 90%/60% Covered

Radiology

Physical, Speech 90%/60% 90%/60~/o GO Combined

& Occupational Restoration Only
Restoration Only Visits per Calendar

Thera PY
.Year

Restoration only

Cardiac Caxdiac '~

Cardiac Rehabilitation Rehabilitation

Rehabilitation Services Services Covered

Only in Programs Only in Programs
Approved by Claim Approved by Ciaim

Administrator Administrator
(12 weeks or 36 (12 weeks or 36

,, 5



I1V'SUI2Al~CE

(S~;c~rroN 25.21.

`'BAN ft: i~ 1'1'

Pulmonary
Rehabilitation

Respiratory Therapy

(Zestorative Services
& Chiropractic Care

Chemotherapy,
Radiation and

Dialysis

Outpatient Private
lluty Nursing

Skilled Nursing
Care

Hospice and '~
Home Healthcare

DME &Prosthetics

~' Outpatient Diabetic
Education

Routine Foot
Care

Fertility ̀ treatment

'. Highlights of Health Insurance Pla~a,:Conti~iued

. _ ;'
-- 1'P4 '

sessions/year)

90%/60%

90%/60%

90%/60%
Chiropractic Care

Only
20 Per Year, Max 3
Modalities Per Visit

90°/a/60%

90%/60%

90%/60%

90%/60%

90%/60%

90%/60%
Two Visits Per

Lifetime

Not Covered

90%/60%

PPO w-~IR~

sessions/year)

90%/60%

90%/60%

90%/60%
Chiropractic Care

Qnly
20 Per Year, Max 3
Modalitizs Fer Visit

90%/60%

90%/60%

90%/60%

90%/60%

90%/60%

90%/60%
Two Visits Per•

Lifetime

Not Covered

90°/a/60%

Inpatient: 90%/60%

Outpatient: 80% of $100 Max Covered
Expenses per'Session; Only 7

~" 6 v

IlM()

Covered

Covered

Covered, Re-
quires Referral
from Primary
Care Physician

Covered

Covered, Requires
HMO Approval

Covered, Up to
120.Days per
Calendar Year

Covered

Covered

Covered

Not Covered

Available Ac-
cording to HMO

Guidelines

Co-Pays f'or Inpatient

and Outpatient

Services:

$15.00 Co-Pay



~I EA l,~r~t

.:TtvsuRAnci: ~

(~~ t ~~rt4r~ 25.2)

I3r.NrH~~7~

H,igt~li hts of Hcalth.Insurance8an, Continued

~ ~.

. -PPO PPO ~~~lHRA -- -- I1MO
,.— - __

Mental Illness
_... . _

_
Sessions Covered if Treatment (eff 1/1/06)

Care Is Not Certified; Max Coveted $20.00 Co-1'ay
Expenses: $5000/year (eff. 1 / 1 /07)

Menial Health &Substance Abuse Max Service Limitations:
Expenses: Inpatient: 30
Individual: $37,500/year Days/Year
Individual: $250,000/lifetime Outpatient: 30
Family: $500,000/lifetime Visits/Year

Substance Co-Pays for Inpatient.

Abuse Inpatient: 90%/60% and Outpatient

Outpatient: 80% of $10~ Max Covered Services:
Expenses per Session; Only 7
Sessions Covered if Treatment ~ $15.00 Co-Pay

Is Not Certified; Max Covered (eff. 1/1/06)

Expenses: $5000/year $20.00 Co-Pay

Mental Health &Substance Abuse Max (eff: 1/1/07)

Expenses:
Individual: $37,500/year

Service Limitations:

Individual: $250,000/lifetime
Inpatient: 30

Family: $500,000/lifetime
Days/Year

Outpatient: 30
Visits/Year

Hoaxing Screening: Hearing Screening: Screening:

Hearing Exams Covered in Covered in Covered in Full

and Aids Wellness Benefit Wellness Benefit
Hearing Aids: Not

Hearing Aids: Not Hearing Aids: Not Covered
Covered Covered

Lifetime Limits Maximum Lifetime Limit is $1.5 Million No Limit

Wellness Benefit $600 per year (effective 1/1/06)

Includes: Subject to further review and

development, the Wellness Benefit will cover, Available According
outside of deductibles: (1) routine exams, to HMO
(2) immunizations, (3) mammograms, and Guidelines



T-I.EALTH

;Ihsu7tAty~ ~ I3igl~liglits of I-le~ilth Insuc=~nce-Plan, Continued

--- ---- ---------- —
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—
_ PPO I'PO~r~JI3RA . IIMU

(4) vision exams, lenses, frames and contacts.

The Wellness Benefit will also provide on-site

health assessments.

Wellness Benefit Is Not Subject to flan
Annual Deductible

8



ANNUAL SALARY

EXHIBIT 2

EMPLOYEE CONTRIBUTION SCHEDULE

(PER PAY PERIOD)

CpMPOSITE 2.0%Of OVERALi SAIARY

LEUE'L OFCOVERAGE

SWGLE [MPLOYEE+1 FAMILY

SALARY LEVEL 1.2921%OFPAYROLL/24 1.9854%OF PAYROLL/24 2.4765%Of PAYROLL/24

C~~ITfiiSiJTIONS AT SELECTED SALARY LEV[:S

(PER PAY PERIOD)

LEVEL OFCOI/ERAGE

ANNUAL SALARY SINGI[ EMPLOYEE•~9 FAMILY

Under b30,000 575.71 523.88 $27.G5

$30,001 $16.15 524.82 E30.96

$40,000 $21.54 533.09 b41 ZS

550,000 Sz6.92 541.36 55.59

$60,000 532.30 $49.64 $61.91

$70,000 537.69 857.91 y72.23

$80,000 543.07 $66.18 582.55

$90,000 448.45 574.45 592.87

8100,000 $53.II4 882.73 5103.19

REFERENCE CURRCNT EMPLOYEE CONTRIBUTION SCHEDULE

07/01/2000 LEVEL OFCO~ERAGf

ANNUAL SALARY SINGLE EMPLOYEE+1 FAMILY

`~ 9 v



UP TO 530,000

830,001 TO 489,999

590,000 ANO OVER

b12.50

1 AZ81 % OF PAYROLL/24

538.50

CXHIBIT 3

519.00

1.579% O F PAYR~O LL/24

559.30

szz.00

1.9705%OF PAYROLL/24

573.95

~~~::
,' :r` DFR'TA[ I{A'TOI'LAN - DI':N11L1'j'U~'LA~ ~'

S _
'~`t'~ ~'~f ̀ i~ ' ~ ~ :MUST USE PMIFiL DGN"LISTS '' 1NN~II.VOR1~ '(BUT Of~:NfTVvORK

B[:Nli,~fC DGSI .N

$100 Per Person, $200 Per Person, Per

Individual Deductible $0 Per Year Year
(eff.l/1/06) (eff.l/1/06)

Oral Exams (Twice a Year)

Cleanings (Twice a Year)

X-Rays (Twice a Year)

Space Maintainers
(Children under 12)

SAS[C PROCCDCJRES

Amalgam (Fillings) -One Surface
Permanent

Resin -One Surface Anterior
Including Acid Etch

Plan Pays 80%a of
100% Covered in PPO Allowable

100% Covered in Full Full Amount. Member
$10 Co-Payment (eff. No Deductible Pays Balance of

1/1/06) $10 Co-Payment Billed Charges. No
(eff.l%I/06) Deductible

Co-Payment (Member Pays)

$18.53 (1/1/06)

$21.80 (1/IJ06)
$23.76 (1/I/07)

Pin Retention (per tooth in $28.34 (1/I/06)

addition to restoration) $30.89 (1/1/07)

Routine Extraction Single Tooth $21.80 (1/1(06)
$23.76 (1/1/07)

Surgical Removal of Erupted $41.42 (1/1/06)

Tooth $45.15 (1/1/07)

Surgical Removal of Tooth -Soft $53.41 (1/1/06)

Tissue Impaction $58.22 (1/1/07)

Surgical Removal ofTooth - $76.30 (1/1/06)

Partial Bony Impaction $83.17 (1/1/47)

Surgical Removal of Tooth - $76.30 (1/1/U6)

~' 10 v

Plan Pays 60% of
PPO Allowable

Member Pays 40%
of PPO Allowable

• After Deductible

Plan Pays 60% of
PPO Allowable.
Member Pays 4Q%
of PPO Allowable
After Deductible.

Plan Pays 50% of
PPO Allowable

Amount.
Member Pays

Balance of Billed
Chazges After
Deductible

Ilan Pays 50% of
PPO Allowable

Amount.
Member Pays

Balance of Silied
Charges After
Deductible.



DL•'N'1:4L LIMO PLAN lll;n'I ~~L P['U 1'L'~N

' ~ UST USG.I'ANGI, D};NT(STS IN NL'7'W(>2K OUf'OP Nf~"Il~`ORK.

Complete Bony Impaction $83.17 (I/il07)

Alveoloplasty -Without Extractions - $88.29 (1/1/06)

Per Quadrant $96.24 (1/t107)

Scaling and Root Planning -Per $41.42 (1/(/O6)

Quadrant with Local Anesthesia $45.L5 (1/1/07)

Gingivectomy or Gin~ivoplasty - $167.86 (1/1/06)

Per Quadrant $182.97 (1/1/07

Gingiva( Flap Procedure Including $160.23 (1/1/06)

Root Planing -Per Quadrant $174.65 (111/07)

Osseous Surgery, Flap Entry and $18639 (1/1/06)

Closure -Per Quadrant $203.17(1/1/07)

Pulp Capping -Director Indirect $14.17 (I/1/06)
$15.45 (1/1/07)

Root Canal Therapy (1/1/06) (1/1/07) Plan Pays 50% of
Plan Pays 60% of PPO Allowable

Anterior $136.25 $148.51 PPO Allowable. Annoiuit.

Bicuspid X147.15 $160.39 Member Pays 40% Member Pays

Molar $197.29 $215.05 of PPO Allowable Balance of Billed
After Deductible. Charges After

Deductible.

Apicoectomy (First Root)' $126.44 (1/I/Ob)
$137.82 (1/1/07)

Palliative Treatment $15.26 (1/1106)
$16.63 (1/1107)

Limited Occlusion Adjustment $23.98 (1/1/06)
$26.14 (1/1/07)

MAJOR RESTORATIVE PROCEDURES

Inlay -Metallic (One Surface) $252.88 (1/1/06)
$275.64 (1/1/07)

Onlay -Metallic (Three Sur- $342.26 (1/1J06)

faces) $373.06 (1/I/07

Core Buildup Including Pins $101.37 (I/1/06)
$1'10.49 (1/1/07)

`Temporary Crown -With $68.67 (1/1/O6) Plan Pays 60°/a of
Plan Pays 50% of
PPO Allowable

Fractured Tooth (no Charge In $74.85 (1/1/07) pp0 Allowabte. Amount.
Conjunction with Permanent Member Pays 40% Member Pays

Tooth) of PPO Allowable Balance of Billed

Crown - PorcelainlCeramic $353.16 (1/1106) After Deductible. Charges After

Substrate ~38~.94 (]/1/07 Deductible.

'i $361.88 (V1/06



~',DN;NCAL I-fM4 PLAN DEN'~AL PP,O PL;1N

.UST US(i SANE. DCN'f'ISTS ~.I.N NI"fWORK OU I OI~ NET44'OR1~

Crown -Full Cast, Base Metal $394.45 (1/1/07)

Denture -Complete Upper or $444.72 (1/I/O6)

Lower $484.74 (1/1/07)

Lower Denture Reline -Chair- $135. L6 0/1/06)

side $147.32 (t/1/Q7)

BARGAINING UNIT CLASSIFICATION GRADES

SCHEDULE S

JOB CLASSIFZCATI4N

Occupational Health Nurse

Public Health Nurse I

CLASS GRADE

04

04

Public Health Nurse I - Hourly 04

Public Health Nurse II

Nurse Practitioner ~•

05



City of Chicago Tuition Reimbursement

Department of Personnel Application Form Term

IMPQRTANT NOT[CE:Read ""Tuition Reimbursement Policy"" on reverse side. After completion send to Department of

Personnel. Staff &Organization Development, City Hall Room 1101, 121 North LaSalle

Street. Chicago, Illinois 64602

Soc. Sec. No:

Address

Name

Zip Code Birth Date

This information is for statistical purposes only: Asian or American [ndian

Sex: ❑ F O M Race: Cl Whito ❑ B!ack ❑Hispanic ❑Pacific [sIantler ❑ or Alaskan Native

Department Bureau Section

Title Work phone __

Employee Status: ❑ Full Time C7 Part Time Payroll No. ,_

Name of school

Type of education/training program:

Add

_ Home phone ___

❑ Undergraduate Majar Credit hrs. to date

❑ Graduate Major Credit hr.s. to date

❑ Vocational/Technical Certificate sought Credit hrs. to date

❑ Wvrk related seminar Program name Credifi hrs. to date _

Are you in a degree program? ❑ Yes ❑ No

Have you ever received reimbursement from the. City for this Degree program? ❑Yes ❑ No

Do you receive Financial Assistance from any other source? O Yes ❑ No

If yes, what is the amount of assistance? $ Term: ❑Semester C~ Quarter

List any courses in which you are currently registered.

Course
NumberDate

Course Title
Start

End Date Tuition
Credit
Hours

1.

2.

3.

4.



I hereby apply for reimbursement in accordance with the estab/fished "Tuition Reimbursement Policy" and

requirements of the Department ofPersonnel, !have read the on the reverse side of this application, understand

it, and agree to canply with these provisions. ! also certify the information given above is correct and fhe

education/training program is fob related.

Signature of applicant Date

is (are) course(s)~ related to the employee's current or probable future work with the city? ❑Yes D No

Signature Title Date

Approval of Department of Personnel ❑ Approved ❑ Disapproved
nitial

Date application receipt sent Date verification received:
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EXHIBIT G

RCLEASE OF FINANCIAL AID 1NFORP~AT[ON

Cmployee

City of Chicago

Department of Personne{

Complete Sections A and 6. Send this form and one copy of the PER-50 form to the Department of Personnel. Staff

and Organization Development, City Hall Room 1101, Chicago. 60602. 
Send the second cagy of the PER-50 form, to

your deparfiment head for approval.

This Release (PER-51) is then sent by the Department of Personnel t
o the educational institution for information

concerning any financial and (scholarships. Federal grants-in-aid. G.[. bill aid, etc.) that an employee may

be receiving. The Cifiy of Chicago will pay only the difference between the amount of tuitio
n to be reimbursed

and the amount already paid by other financial aid sources. No reimbursement will be given until the Department

of Personnel has received the PER-51 from the institution.

Section A From:
Employee Name

Social Security Number

I hereby authorize 
to released to. the City of Chicago,

Department of Personnel, all financial aid information requested be
fore for the

term, 20

Signature

Section B

From: ____

Re:

Section C

Name of Institution

Name of Student

Social Security Number

Date

Return to: City of Chicago

Department of Personnel

City Hall -- Room 1100

' 121 North LaSalle Street

Chicago, [L 60602

APPLICANTS: DO NOT WRITE BELOW TtitS LINE

1 Is student receiving Financial Aid for the
❑ Yes ❑ No

term, 20 ?

2. [f yes, what type and amount?



Date

O ISSG $_ D LEEP $_ O G. J. Benef r is $

❑ Other $ ❑ Other $_ ❑ Other $

Signature

Title Phone Number



EXHIBIT H

CITY OF CHICAGO TUITION (iEtMBURSEMENT POLICY

GENERAL_PURPOSE: To increase the effectiveness of City services to the citizens of Chicago by encouraging the

personal development of City employees through education and training, as well as to prepare employees for

advancement.

EFFECI(VE DATE: This policy is effective June 1, 1981.

Re imbursement for any course commencing on or after this date w i I I be subject to this po I i cy statement.

[t. ELIGIBILITY REQUIREMENTS:

A. Applicants

App I i cants must be City emp I ogees cur rent I y on a C i ty payro I I . Board of Education and emp I ogees

of other governmental agencies are NOT eligible for this program.

2. Applicants must be full-time (a minimum of 35 hrs. a week) or dart-#ime (more than l7 ~h but

less than 35 hrs. a week) employees. Emergency appointments, seasonal employees,

Student-As-Trainees and other student employees are NOT eligible.

B. Educational and Vocational/Technical institutions

1. Applicant's school of enrollment must offer resident classroom instruction and be chartered

by and reside within the State of Illinois, or be an on-line course of study which otherwise

meets the requirements of this policy.

2. Colleges and Universities must be accredited by the North Central Association of Colleges and

Secondary Schools.

3. Technical/Vocational Institutions must be licensed by the State of Illinois or the Commission

of the National Association of Trade and Technical Schools.

4. Courses offered at schoo I s not so accredited may 6e approved by the Department of Human Resources,

if such courses have been authorized by a licensing board and/or professional association.

C. Course of Study

Courses of study must be related to the employee's current work or probable future work with the

City of Chicago.

III. CONDITIONS AND.LIMITAT[ONS ON REIMBURSEMENT:

A. Reimbursement is limited to two courses per term.

B. Reimbursement is for tuition only: cost for books, lab fees, late penalties, supplies and other

special fees are NOT reimbursable.

C. Reimbursement w i I I be I i m i ted by the amount of f i nanc i a I aid the emp I ogee receives from other sources.

D Tuition fees paid to any City College of Chicago will NOT be reimbursed.



E. Reimbursement will be based on available funds.

F. The application must 6e approved by the employee's Department Head or designated authority and by

the Department of Human Resources.

G. All applications must be submitted to the Department of Human Resources within thirty (30) days after

the date classes begin.

H. !n the case of awork-related seminar, the application and accompanying letter of explanation must

be approved by the Department of Human Resources prior to the date of the seminar.

The timely reimbursement of tuition to the employee is dependent upon the earliest of applications,

Release of Financial Aid Information forms, original grade reports and original receipts of payment

by the Department of Human Resources. Carbon, photostatic, or Xerox copies wilt NOT be accepted.

J. Employees expecting late final grade (s) or for some other reason wishing to hold open their

resmb~rsement request must promptly notify the DenartmPnt of Numan Resources_ Unless this procedure

is followed, reimbursement will not be paid.

1 V. APPLICATION PROCEDl1RE

A. Undergraduate Student

1. Complete two (2) copies of the Tuition Reimbursement Application form (PER-SO).

2. Complete one (1.) copy of the Release of Financial Aid Information form (PER-51)

3. Immediately send one (1) copy of the PER-SO form, without the departmental signatures, and the

PER-51 form to the Department of Human Resources, Staff &Organization Development, City Rail

- Room 1100.

4. Send the second copy of the PER-SO form through your department to secure the Department Head's

or designated representative's signature. When the second copy is received by the Department

of Numan Resources, the application will be reviewed and the applicant will be notified of its

approval or disapproval.

B. Graduate and Vocational/Technical Students

Complete steps AI-4 as above.

2. Prepare a letter of explanation to the Commissioner of Human Resources, describing how your

course of study is related to your present or,future job duties. This letter is to be signed

by the Department Nead or designated representative and submitfied with the second copy of the

PER-SO to the Department of Human Resources. Only one letter needs to be on file during your

course of study.

C. Work-Related Seminar Participants

Complete two (2) copies of the PER-SO form.



2 Immediately send one (1} copy of the PER-SO farm without the departmental signa
tures to the

Department of Human Resources.

3. Send the second copy of the PER-SO form through your department to secure th
e Department Head's

or designated representative 's signature.

4. Complete step B-2: The {otter requested in this step must be APPROVED PRIOR to the
 start of the

seminar.

V. REIMBURSEMENT RATES: Reimbursement is based on grade and granted on th
e following basis upon submission

of original grade reports and original receipts ofpayment to the
 Department of Personnel. The rates

are as follows:

A. Undergraduate School

1. Grade ""A'": Full time - 100 Part time - 50%

2. Grade "B"' and ""C": Full time - 75% Part timo - 37 1/296

B. Graduate and Profiessional School

1. Grade '"A"": Pul I time - 100% Part time - 5096

2. Grade ""B'": Ful I time - 75% Part time - 37 1/296

(Grades of ""C" are NOT reimbursable at this level of study)

C. Grade of "pass" in a course graded on a .Pass/Fail basis:

Full time - 7596 Part time - 37 1/2%

D. Work-related seminars are reimbursed for the registration fee only.

VI. Failure to comply with this policy will result in the disapproval 
of the application and non-payment of

reimbursement. The Department of Human Resources will, in all cases, exercise the final judgment as to

whether or not reimbursement will be granted and, if so, the amount of reimbursement.

The Department of Human Resources w i I f adm i n i ster the Tuition Reimbursement program without regard to race, co I or,

re (i g i on, sex, age, nat i ona I origin . or handicap.

In the event an employee commences an undergr
aduate or graduate degree (including a law degree)

program after the execution of this agreement, 
and obtains an undergraduate or graduate degree

with the assistance of the tuition reimbursem
ent program, and the employee, within one (1)

year of obtaining such degree, voluntarily re
signs from the City, all tuition costs (100$)

reimbursed to the employee by the Employer 
for obtaining such degree shall be repaid to the

Employer. If the employee voluntarily resigns after one (
1) year but less than two (2) years

after obtaining the degree, the employee shal
l repay one-half (50~) of ttie tuition reimbursement

to the Employer. If the employee does not complete the degree program a
nd voluntarily resigns

from the City, the employee shall repay 10
0 of all tuition reimbursement received for any

course completed within two (2) years of
 such resignation. Employees receiving tuition

reimbursement for such degrees shall, as a c
ondition of receiving such reimb.ursemen~, execute

an appropriate form consistent with this pa
ragraph.

The provision shall not apply to reimburseme
nt where the ~mpl.oyee is required by the Employer

to attend an educational or training progra
m nor shall this provision apply L-o employees who

resign from one department within the City 
of Chicago for the purpose of accepting employment

within another City of Chicago Department.



STllL LL'X'TER 1

(Sty of C7eica~o
RicLard M. naley, Mapor

n~~~~carx:,~ 
November 29, 2007

Mara S. Georges
Corporation Counscl

Labor Division
Saiu toao Pam $runton

30 North LaSalle S~reet jjjintpis Nurses ASSOCiBtiOn

au~go, nGao;s ~o6oz
~3 i z~ 7aa-s iao

105 W. Adams; Suire 2101

(3!2) 742-9029 (FAXj Chicago, Illinois 60603

6tlpJ/www.ci tyofchicago.org

2e: Illic~vis N)~: ses A,ssociatio~ amt! ~dty of CLicago

2007 Cautract Negotiatioas

Side Letters

Dear Ms. Brunton:

This is to canfurn that the parties have agreed to atta
ch io the Agreement tl"iis

Side Letter 1, as well as aftachecl Side Letters 2 throug
h 15, and'that all said side

letters shall be in felt force and effect for the duratio
n of the Agreement Tine parties

further hereby agree to delete any and all other 
side letters previously in effect between

the parties. 
.

Sinccrciy.

. ,~'. i~

uti~ ~ {~
`r . Q. BC

'ef Assistant Corporation ounsel

(312) 744-5395

AGREED:

tilinois Nurses Association

~y: ~~

Nt; ,1 o~~QDs
~-

n L 
f '`~

~~ n ~~► `~ 
~~~

eUi~n~xd exiuw roieit~ea 
- 

.



i r

J

J

r
S ID L' LE'CTfiR 2.

t;,pril 3c~, 199~i

SIDE LETTER

ik~~r Ms. Adams: _

This will conf+rrn tho understanding of tho Etnploy+~~ anci tNA
 t#iat nll

supplQc~enta!-Eetfer agreerttents whictr ano in writing~ a
nd hnvv been

signed or initialed d~roughaut tfie course of tftc~ ttegvfiaa
oas, aro .

co~sidere+d incorporated in and part a€the Ag~ement.
 ^

Sim.

G~
`ME~tvm rCinastam

oimcxor of t..abo~ r~~+~ons

agRE~

IN~l R.

~~~ ~ a
~. ~-~



S[DC LETTER 3

f amen Qcennwald

Senior tlttorr~ey/Supcc-visor

Depadmenr of Law

l.i[~ OC (.,hiCago

30 N LaSalle Street, Suite t02d

Ctiica~o, Illinois GOG02

Dear Mr. i3ceanwafd:

This letter is to c~nficm out A~ZeernenY that the t~so
ciaaon ari31 provide an itemized fair

share nocscc (hereafrec "Notice") which sets f~itt~ die rn
ajoc ucpendreures of ttie

tLsocia~on qualifying hoc fair share purposes, and a statcm
enE ti~aC the inE'ocmation an the

Association's expenditures was obtained £tom ttte most rec
ent ann~iat.audic~d Financial

statement of the Association. The tlssociabion will also gro
vidc, as part of the i~Ioticc, a

description of tt~e pcncedure available ro aot~-membe
r employees by an impartial decision-

maker au,ti a staterneiit thardisputed paciio~s of C~air share obj
ecCors' fairsharc Fees wi11 i~c

Placed in an esccow account while tfie objections ace pe
nding. i'aor to disaibuaon eo non-

members, t3ie .Associario~ shaiT sub~ivr the Not+¢c to th
e individual oz official designated. by

the Emp{oyer Eoc die purpose. The initial Associatio
n gotice shall satisEp this requiremer~c

unless such narice is ame~eded or changrd.

'Ihe Ernployerwill provide tt~e Association with•complete
 names and addresses, on a

rnonii~dy basis For all perspns hued, in the .tLssociadoa's
 bargaining unit The Association

shall notify in writing each non-merriber employee in its ba
rgaining unit oFhis/tier Fair share

obligation. The Association shat[ be responsible for 
distribution of all fair share notices m

non-members, including new hires, upon receipt of names
 and addresses fog these

employees Ecom die Employer_ The Association 
will certify to tfie Employer that

distribution of die I~lodce has been cocripleted The
 Employer shall not be responsible for

die fair shacc processes, except as provided herein. 
The Employer shall not be a pac~y to,

but shall be bound by, anp decision obtained 
through the Association's uiternat fair share

dispute resotuaon procedure. 'Ihe Employer shall n
ot be responsible under any

circumstances m guarantee the tega! sufficiency 
or factual accuracq of the Associado~'s fair

share catce~latioru, Lair share amour t oc fair share 
procedures.

The Employer shalt not be obligated to remit a fair sha
ke deduction to dee Association until

it has disaihuted a fair shave notice and dispute 
resolution pcoceduce consistent wit~e dte

teems of this tett~ec and of Section 9.~ 9.3 and 9.4 
of tote contra,c~ Cn dte event oEa dispute

as to cornp(iacue, the Em{~loper and the .Asso
aation shat! place deductions in an interest

beareng account and proceed .tb an expedited arb
j~tion on tine issues~s) raised by the

Emp loyec.

Ct ~s Eurthfr agreed in Eonnectio~ with the indemz
iification provision of Section 9.5 of tfie

contract [hae in tiie evert oFa claim, suit o~ den and 
bcou~rt agair►st tine Employer arising

out of any action caked Far the purpose of cornp
tping with die pcovtsions of Article 9 of lire



contracr, oc in celiance on any list, notice, cer
tifica~iost or assignment Cvrnished d~ereuridec,

ii~c Emplaycr shall hate the option of represent
ing itse(F dtrough ehe oEfcc of the

Cocpocaao~ Course[ or through the appoinanenc o
f a Special Assistant Corporation

Counsel. In eir~lcr every the Employex shat! be soielp 
responsible foc die payment of the

attomep's fees so grnerated in cepresenring itsetE IE
, however, die Employer does not

exercise either of the aboac options, the Assoc
iation shall be solely responsible for the

paymcnr of attocric~s ices incurccd in die.deEens
e of d1e Emplogcc, pcavirled dear the

nssociation.siiaii, after consut6ng wide cizc Emp(oye
z, select ~e aitomey(s)to represent the

GrnPloyer.

~~
For du Cit hi

~~~ -.

~~~~~
pate

hoc the Association

1./l F"ctrtl~'..
C. ~~gLGctt~' .

~![inois Nurses Assaciatioa.

~~
Dad



stoe ~.~:2Tca ~,

Apri! 3G, •; 9~•

SIDE ~ETT~R

Qear Ms. Adarrts:

This rvi!( oonfirrrl f#~e understanding v(t#~e Employc~t and thc~ t~inois

Nutseu A~sociat#or1 {INA) tfzai the RN's sh~H not cxdin~riiy be-sssifl~c3d

to ~cxrtirie cleaning or c.~ericai duties tft~t can trtoc~o uppt~tis~fy be

perfvrmc~d by outer empbyees.. .

SEsacas~cy.

G•f
W~i~t~C tCir~etzartt

~~crnx~t or t.~zf7or Ref~ti0rts

A_Ci~~

~~ ~x~.«

o~



s~i~~ ~~:•r2~E:Et s

May 2fl. 1996

Ms. Valens ndams
Staff Specialist, Cabor ftelalrons 

„_

11(inois Nurses Associa{ion

33Q S. IiVacf<er ~~ve - Suiie 2206 
;: .:

Chicago, Ipi~ois 6Q606

C3oar Ms. Adams:

Thy i~ fa con5~~ that a~ga~iza o,~; un~s fcx~ t;ee Fxe~~ Q(~tg.

tzra as ~.:~~:~:

1. Uepa~tr~:nt of Human ServFces

2 Qepartrneni of Firo

3_ Department of Police

4. Departraeni of Neatt~ - Soc Regiocts

The regions w~tt~ln tho Chicago Qapa~trr~rtt of PubEfc Hcsafth.

Division of Public Health ProtecfiatllRegutritson and Cot~cr~ur~if
y

Healin are described on the attacf~ed map.

OetailiRg of Nu~sea shalt first t~ doge within a spc;cific regio
n_ _

If there. are iRsutfrcie~t Nucses with ffio ~f1en p~~sertf ab
ility to ~rform

the required work in that region, the Oeparfrnetit of 
Health wii(.utitize

Nurses who have the then present ability to do tfie 
r~equir~ed wor4c, from

aR adjacent region.

if there aEe insufficient Nurses with tf~e then present 
ability to perfo~n

tt~e required work in said regivras, tt~e aepaffi~ent wilt
 vti{ize Nucs~

from any vt#ier region provided they have lho pr
esent ability to da the

required worfc.



Paye 2

The pay#ies agree that the above listed o~ganizationa{ units wets

discussed in negotiations between the parf~es. In tS~e event a charge

in an organir_ational uz~i~ hecames nea:ssary, fhe Employer shah give

;~ric~r r~atfce to tie A.s~ea.2t~en a~e~, ~no~ ceq~e~t; meet +e dise~!ss ~~eh .

changes. It is the Employers intent to elicit meaningful input from the . .

Association, icy this;re9acr! aid ttie Association may make .

ceco~runendations to the Department bead. T7te Employer wilt ~(of k~e",'

arbitrary. or capricious in.saici o~~nizatiana! un'sts.

+ S

j~'~t

U Of L~#3C~t~ fZ~ ~

It~tA Rtt~s~ectuuit~~ - Clay c~ Gttic~o

5- ~ q~.

tvv~f~e3lnuraaa~gcrp ~ 2I
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Agri( 30, 19 6

Ms. Valerie Adams
~ta~' ~~e~a~lSt, ~2Lx~r Relations

lltii~oss Nurses Association

330 S. 1tVacker Drive -Suite 2240

Gh~c; Aga, tltirwis 80G(}6

Bear Ms. Adams:

:~ ~ ~?-!! S.E:~G:M :~: ~:r~ ;Y•...~s..
,,~; ~t:~r~n~rt~r,~ ~n +~a ►~r~r}i{,w ~,t~-~n'=~irii"~

fr1DQ ~73t1MJ+ Vii' l.Hli~C)fYYiQd (tUi~68, f~'M ~ E~i3.~ (?lflC~ V1f~1 ~ f~ QfK~

Ci(8CUSS aftBlYllalfiY(1 tC`@Vf1~ ~ti'Af1{JfMl9tttf.

AtiQ~E~ f

1c~t11 Rapt~cux'u~r*

O~

L~~

VYQ~uiz; t{ittestTats~

Qir ai' ~ahoc rZe4atGa[ts

a

k~



S~DF•. L[iTTER 7

The parbFt~s ~reo ii~at tuU tiR~ ~urs~ wfi
a convort to p~st~~tirtte wilt bfl

Qtver~ credit fvr salary Rlacec~io~t pu~osos f
or mil! ttot~rs wrxkAd after

,iatr~uary i, 7885.

i 
~1S2i?J.J..++i.

i i 
'

For chc City of Chicago 
Fqr tha (llinaa Nunes p

~s~t

oato o~



~.'

.~

s tr~c ~E.T1~ca e . -April 30, t 99f~

Ms. Valerie Adams

Staff Specialist, labor Relations

lttinois Nurses Assodation

330 S. Wader Drive -Suite 2200

Chicago, lginois 64G(~i

Oar Ms. Adorns:

U~d~' Section 5.6 of tf~a Agr~ax~xat, a nutao who is ot~ vr~ca{icxt aid

sui~r~ a covonod death in tft~ f~miFY maY re4uest that Itie O~arirrient

Head allow ttx~ riursa to Saturn to work and tako tx3r have with pay

under Sc~cfidn 5.(3. Thy Oc~actmenE Hcsud may grant aaid roquast

w~hia tfio Q~r~~trr~trtt Head's d,iscrotion.

Sinoera~y,

G~w.:... ""' S

~lVl~lilfi7 Klit@f1Fit1 J

Dir~ctc~~ Qf Labor Refativns

AS~if=RNLI

G~~~ ~~~~Z~-r~''~ ~. .,vim ,~

INA Repr~sc~ntativ~ City of Chlca~o

5~~-5~~ S/o~d
Date Data

r

i!I ~lQCiit311 ltf<~[FOQ 
,

,K ~ [wpfilef~urses.agrl~5j

~K

~ 
~ ~~`' G

Ch~ca~oTl ~ .-a_ _ ~
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:~ugusc (7. 1999

vl ;. Michelle Coururier

Statf Specialist. i.abor (Zela[ions

(liinois Nurses Associaeign

X00 Sough Wacker Drive. Suite 2200

Chicago, (liinois G0606

Gou tits. Coutuncr~

This Icttcr.is to inform you that chC Ocpamrtcnt of I'crsoancl's Ciassi~tcation

and Com{~cnsation Service Division Etas deleted the ~"ollowing job

classifications.

TIfIC 
T~.tI.~GO~C ~ulal.lf:_ wi[„

Case Manager 3755 SAS 37

Psyctuatric Nurse 3531 S44 37

Please i~c advised that the City recognizes that thcsC job class
ifications arc

ccpnsentcd by tf~c Illinois Nucses Association ([NA). If these .job

classifications as we(i as die d"ucics and responsibilities encom
passed by them

are re-cstabtishcd in chc funu~e, they will contiriue to be r
epresented by the

[NA.

Should you have any questions, please contact me or 
a member of my scafi' at

74 7-8975.

Siacet~ty.

wlltiam Ksnct~an

Dic~ctor of Labor Rclatiocu

~EIGf~~nRE~~oDs I w~v~

~ ~, ,. ~



e~~y oraa~Ro
Richard M. Da(cy, Mayor

Dcpar~mart of l.~w

Mztz S. Gcor~a
corporation counsel

Suite !Q?V
30 Noeth LaSalle Strrei

Chingo. (Uioou 60602
()(2)744•SI00
L3121744.3989 (CAJ~
(312) 744-5131 (~iY)

hf [p:lJwww.a.ci~i.il.us

sctiE ~F~rrrr~ ~o

6/ 13/00

Larry Qasem

Illinois Nurses Association

300 South Wacker Drive

$UI[C 22~

Chicago, Il(i~ois 60506

Re; [lliuois Nurses Associafioa aad City of Chicago

1999 Contract Negotiations

Tuiiiou ~42eiaibursecnenv~it'y Cc~izgas

Dear Mr. Basem:

This is to cont'icm the paccies' agreement that, notwithstanding the terms aEpart

(Ct.D of Appendix P of tE~is Agreemcat, c~fective Ja[~uacy ~, 2001, the City wilt

reimburse tuition fees paid to the C[ty Colleges of Chioago iri accordance with the

teems of Appendix L, but only For courses providing credifis which arc both necessary

for, and transferable toward, the attai~unent o£'a BSN degree, attd only for such

courses beginning on or after January [, 2001.

AC~ZE~D:

Illinois Nurses Associatiai

~y

Sincerely,

~ ~L~
r/~~ " . Q. $reiumva(d

~Ch~ef Assistant CorporaCion Counsel

(3 t2) 744-5395

N~(~t~Q~~{~IIS„~. ,~~.

oV(IDWb CKttAcu 7VGE7f~ER 
C

~ ~

i

,''~
!t. t



:qty of Ckicago
iichacd M. Dalcy, hlayor

kpartment o! i.a~r

,~~f~ s. c~o~o~
;orpata[ion Counstl

;~~~~ Bozo
t0 Notch CaSsUcStact

~icago, Illinois 60602

Ji2j 744-5100

)i2) 14i-3489 (FAX)
It2~ 744-5131 ([7Y1

Ut p://www.ci.chi _it.us

~fEI~I ~QRI;(~QDS
~;~~~~-

~~l~"it
[LIMGC~C/lGA TOGlZllLA

S[DE (.GTI'Gi2 .i l

6/1 ]/00

Larry Basem

[llinois Nurses Association

300 South Wacker Unve, Suitc 2200

Chicago, (ilinois 60606

Re. Illinois Nurses r~ssociati.an and City of Chicago

[999 CoatracE ~legotiatious -- Team LeaQers

Dear Mr. Basem:

This is to a~n6rm the parties' agreement that, ef~'ective no later than Janua
ry L,

2001, where "team leader" duties and cesponsibiiities are to be regularl
y performed at

any Department a f Health ("De~arnz►cnt") Neighborhood Heal4h Center ~r Departmant

Matema( and Child C-[ealth Primary Care Clinic, said daties and responsibiliti
es shall

normat[y be performed by cmplayees working is [he c(assiftcatton of P
ublic Health

Nurse I[ ("PHi~t [i"j, in addition to such employees' otliec duties ~~d responsibilit
ies.

The City agrees chat, for any current Pubic Health Nurse t ("PHN I"j who
 bids

oi~'a.posied PHN [Uteam leader position pasted before Sanuary !, 2
'Oa2 at any

Depatttment Neighborfi~ood f{ealft~ ~ersteror Department Maternal a
nd Ct~~ld ~Cea(tli

Primary Care Clinic, and solely for~the purpose of detercniniug whe
ther the PHN T

rnects the minimum quati~cations to fill t[iai PHN.lVt~am (ender position
 pursuant to

Section 6.S of ttus Agreement, Che City wi11 waive the requirement
 oGa BSN degree

included in the City's PE[N C[ class specificatign. Said BSI~1 degree requi
rement will

also be waived for the purpose of considering reQuests for transfer bet
ween PHN

[I/team leader positions at Department Neighborhood Efealth CeaR~rs o
r Department

Maternal and CGild Health Primary Cage Clinics, but not for transf
ers to any other

FHN II positions.

Nothing in this side letter o~agreement shall be construed as req
uiring the

Department to maintain any minimum numbee of staff ai any work
 site, oral

otherwise restricting the Department's managerial rights Co 
assign work.

Si erely,

J ~es Q. Brennwald

. ief Assistant Coloration Counsel

(312) 744-5395 .

AGREED:

Itiinais N (s Associatio~n~



S[DE LETTER 12

October 30, 2007
ary ar cni~ega ..
tiichard M. Daley, Mayor

Dcparttnentn[Law 
Pam $runton

lliinois Nurses Association
Mara S. Gcorga
CorporationCow~sei 105 W. ~U~aii'iS~ Suite 210?.

C.aborLNvirion 
Chicago, Illinois 606Q3

Spite 1040
30 North i,aSplle Sucet Tte: Tllin~is Nurses Association and City of Cfalcago
A~irago, Utis~ois 64bOz
(3~2~ gqq_Stpp 2007 Contract Negotiations
(3l2}742A029(FAX) I'ost'rug of Assigutneuts in Nc~vv ~'rograrus
(3 t2) 7445131 (TTY}

http://wwaV.cityofchicago.org 
Dear Ms. Brunton:

This•is to confirm the agreement of the parties that, in ehe event the
Deparrment of I-Tea(rh ("Deparanent") imptennents a z~~w program.at any

work-site or sites, and the Deparanent dcret~uiites cliat~It:vyi~l.assign any
incumbent bargaining unit~persocu~cl to tiie p~grarn on a z~egu~r basis, tb
perform work within the emptpyee's job classific.~tioz~.,. without declarlc~g a
"permanent. vacancy" for rhe. assi~uY►ent within rlie neaning.of Section 6:5 of
Che Agreement, the Depamnent wt(1, no faster. tha~Y xhirty .(3Q), days after the
implementation of tt►e new program, post an annou~ceme~t on~a designated
bulletin l~aard at each work-site.and at or;~ies.ap~ropriate locations ~s
designated ~by the Employer, notifying. employees of the implementation of the

new program, and of the opporninity to requ~sr regular: assignment to the

program co perform work within their existing jab classiflcarion. The
I7epartrnent wilt consider any requcsrs.co be assi{,med to the new program
pursuant to the posting, provided chat, in order to receive coc~sicleration, any

such requests must be in writing, and must be received .by the department

within fourteen (14) calendar days of the posting of the annourzcemenG

Sincerely,

s ~
~~~~•

~%~~

~x CS Q tCririW31d

istant Chief Labor Course
(312)744-5395

AGREED:

Illinois Nurses Association

~~ ~9~~~~5 qty,:

f~'~~~µ
o U1lD INc difGGO TOGLTIIER 1

~ _~~~' 3

,~
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SIDE LET'X'nR 13

City of CLicago
RicLard h1. Daley, Mayor Octobe[ 30, 2007

pcparm~cnt of [aw

Aura S. Georges
Corporation Counsel pin $runton

Labor Division ~IYI201S NL2I'SCS E~SSOClatiofl

Suite 1.040
3Q North LaSalte Street

105 W. Adams, Suite 2101

Chicago, plinois 60692 Chicago, Illirnois 64603

~3 ~z? Taa-s~oo
(312) 742-9029 (FA?C)
(3t2)744•S131(YTY) ~2C: Illinois Nurses Association and City of Cti~cagv

httpJ/www.cityofch3aga.arg ZUo7 Contract Negofiafioas

Heaifu iat'e - i.,i,~1~~ '~efet-rnt

Dear Ms. Bnuiton: '

Pu~stianc to Section 4.10 of the Agreement, the Employer and the Association

' agree to direct t11e LMCC to evaluate and initiate changes to the cuxxeut Health
 Care

Plan effective Yanuary I, 2008 in areas that will facilitate.the•shift to a p
reventive

~i
heaflth care model and wiU result in design improvements, cost containmen

t or

savuags, including but not limited to the following areas:

Expanded llisense Management Program

• HRA and Bio-metric Screening

• Health Fairs

• Weight Managemient Program

Tmagiug Review_Service

• Lifetime Maxunum

• Subscriber Share for Hospital dills and Co-insurance

• Exclusion for Self-Lufiieted Jnjuries

• Comprehensive Coznniunication and Outreach Strategies

Sincerely,

~rf ~Gd~''2.

C~iief Assistant Cvzpocation Counsel

(3I2) 744-5395

AG12~ED

N~ ~~~qD~ 
Illinois Nurses 5 • ciation

a~mn~necx~ucarocnveu ~— 
-~

~,~ ~!



SIDE L~;'Z'TER 14

City of (~icago
Ricf~ard M. Da(ey, Mayor November 29, 2007

Department of La~v

Morn S_ Gcorga
CocporationCounsd pam BnJnton

LatwrDiv;sion Illinois Nurses Association
suite tUao . 105 'UV. Adams, Suite 210 i
30 North TaSalle Street
cn~«~go, tu;no;s so5oz Chicago, Illinois 60603
Utz) ~~a-sioo
(3 12) 742-9029 (FA)C)
(312)7~i4-511i(Tf'Y) ate: Illinois Nurses Association and City oi'Ci~icago

LttPJ/www.dtyofchicago.org 2007 Contract Negotiations

Part-Time Nursing Titles

Dear Ms. Brunton:

This is to confirm tlae parties' agreement that the City will review and consider

the feasi'bitity ofcreating and implementing new bargaining unit Titles to be utiSized

for the hire of ennptoyees o~i a Bart-tune basis. Tn the event the City decides to

establish any suela new bargaining unrf titles, the City will notify the Associstian, and

the tem►s of Section Z.1 shall apply. In addition, the City wi11, Following request from
the A.ssociatioz~, meet anti discuss the inc]usion of. the ne~nv .titles under tits Agreeaien#;

and the applicable terms.

Sincerely,

Q. B wall °~

Ck of Assistant Corporation.Counsel

(312) 744-5395

AGREED:

Illinois Nuzses 'ssociatian

NE Y ~ ~~DS

~; ., ((_oli`

avi~n~nc cn~ucoroccn~ea 
~ ,} ~l

~'_~ .'f
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~ SIDS L~;TT~R 15

c;rrara~~~ga
TZichard M11. Dalep, Mayor November 29, 20 7

lleparimmt of I,aw

Mara S. Georacs
CorporationCounscl j~~ $~t0I1

[,abor Diricion Dlittois Ntu'ses Association

S""` ~~030 North L,aSaite Svcs!
105 W. Adams, Suite 2101

cr~c~go, llliaoie 60602 Chicago, Illinois 60603
~st2} ~aa-sioo
(312)742-9029(Fn7~
(312)744-S131(1'TY) Re: ~uidois ~ursCS AsSOcietio[3 alld C~ otCllica otS' ~

t~ciQ/lwww:c;~yor~h~wgo.org 2047 Contract 1~Iegotiatzuus

Implementation of I~iew Sa[ary Schedule for Grades ~ and S

Dear Ms. Bnueton:

' This is to confirm the parties' agreement thaf, in implementing Section 4.1a o#'

r -
the .A:greement, ttte Gyity wild follow the attached "Guidelines For Imptemenfation

 of

Salary Schedule Adjustrnent for Crrades 4 and 5."

Sincerely, .•
X

~ . ~~ .

Jnt Q. watd

of Assistant Corporation Counsel

(312) 7Q4-5395

AGREED:

Illinois Nurses .Association

By. ~ ~jV

NEl ~~~DS

`^ 'n ~~ 
'yet, e~ R:-~

B UII,OING CIIfCACO TOG'CYIiLit 
_ 

``- ~f /I
y_~~-1/

~f' ~/

C~



GUXAE~IN.~S FOR IMPLEM~N~t1TION 4T

S~LA.tZI'SCNEDUL,~'.4DJTJS7'MENT FOR G.TL~fX)~S Q and S (S~CTXON 4.In)

11 /29/07

X. NEW SALARY SCF~DULI+', RATTS FOR GLADES 9 AIYD 5 ~F + ~.C'Z'IV~

A. Based on current salary_schedule. Look at the current (3/1/07) salary sclieduie.

B. Grade 4 and 5 rates moved one step to tine left. Effective•7anuary 1, 2008, the

cureenl step 1 (entry) rate drops of~'the table, the current step 2 rate.becoiries the

new step 1 rate, the cureent step 3 rate becomes the new step. 2 rate, etc. The new

step i 0 rate will be the same as the current step) rate of the next higher grade.

2. pr.ACEM~N'~' OF G~?AD~ 4 AND S II~TCUMS~NT~ ON NEW SA.~,AR'~'

SC~EY)ULE E + +EGTX'VE J'ANiJARY 1, 2008: 4NES1Ep T'O T'~E T.~ZT

A. Pollow the cpzrent rate. Also effective January 1, 2008, incumbent employees in

Grades ~4 and 5 will be placed in the step in their grade that corresponds to their

cuire~~t step rate. That is, each such employee {except fox employees at step 1 -

see below) vvi.11 be moved one step fig the left, sa the employee's current step rate

mill remain the same, of least initially.

B. ~li~ible to ~.dvance/reh~m to former step based on time ulreadv served at current

step rate.

(1) Incumbent employees who are moved one step to fhe left will retain their

atu~iversacy elate, and will be eligible to advance/rehun to their former ste~i

(and the new, higher rate far that step) on the completion of one year at

their current step rate (or, in t ie case of employees moved frarn step 2 to

step I, on fhe coinpietion of six months at their curzent step rate).

{2) In deternnining how long an employee has been at hisRier current step rate,

all tune «!ready served al flee cur•rerrt step rate wilt be included.

(3) An incumbent employee who has been moved one step to the left will be

eligible to advaucelretuni immediately to his/her fornxer step (and fhe new,

higher rate for that step), effective January 1, 2008, if (a) the empIoyee's

former step was 5, 6, 7, 8, 9 yr 10, and the employee has already been at

his/her current step rate for at least one year; or (U) the employee's former

step was ~, and fhe employee h1s already been at !us/her current step z~ate

for at ]east 6 months.

(4) January 1, 2008 will become the new anniversary date for employees who

advance/rctum immediately to their former step.



3. ~IVCYJI►R73ENT EMPLOXCES AT STEP ON}:

Any employees who arc at step I as oPJanuary I, 2008 will remain ai step 1, but at the

new, higher step 1 rate. 7anuary 1, 2008 will become the new anniversary date for such

employees, who will then become eligible for advancement to step 2 on tl~e completion of

G months at the new step 1 rate.

Q. .ADDXTIDNAL ACROSS-THE-BOARD PERCENTAGE INCREASES

~EGINIVING J~ANUE~.R~' T., 2008

After adjusting tk~e rates for grades 4 and 5 of the salary schedule as described above,

ei~ective January 1, 2008; and aher placing incumbents in those wades in the appropriate

steps, all steps in all grades on the salary schedule will be increased in accordance with

the #erms of Section 4.1b.
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Side Letter # 16

November 26, 2013

Khristian G, Parker
Sta£f Specialist
Illinois Nurses Assaciaeian
105 W, Adams, Suite 1420
Chicago, IL 60603

RE: INA and City of Chicago
2012.20X7 Con,eract Negotiations
Grievance and Arbitration Procedure Clian~es

Dear Khrls:

This is to confirm the parties' agr~emenr. that the changes negotiated with respect to

arbitration of all disciplinary actions in Sections 7.1(a), 7.2(x)1,, and 7.2(b) of the 2012.2017

collective bargaining agreement shall apply only to disciplinary actiions whose effective date

occurs on or after the effective date of ratification of the new collective bargaining

agrecmenC ley City Council. The changes negotiated rr~itl~ respect Co arbitrations in Seceion

?.2(a)2, Step IVB of the new collective bargaining agreement shall apply only to arbitrations

where the first date of hearing commenced ~n or after-the effective date of ratification of

the new agreement by City Council.

The parties fureher understand and agree that the changes wieh respect to arbitration of all

disciplinary actions in Sections ?.l(a), 7.2(a)1 and 7.2(b) of the 2012.2017 colleceive

bargaining agreement shall izot apply t~ any discipline of any employee employed by the

Department of Police until the following occurs: {1) effective ninety (90) days after final

ratification of the new collective bargaining agreement by City Council, the Superintendent

~f Police shall have the auehority to suspend for more than thirty (30) days and to discharge

civilian employees represented by INA, and to resolve grievances relating to such

disciplinary mateers through binding aruitration; and (2) in order tci facilitate all issues

related to this c:hat~ge in the Superintendenr.'s authority, the Employer and the Association

:to NfJPTIi LASrILL~ £~TYEE1', ROU:M1 1040, CHTCAGQ, Il~LIa~lOIS GOC,02

ai



meet to work caoperatively to lmpiement the changes with respect to arbitration of all

c3lsciplinary actions in Seceions 7.I(a), 7.2(a)1 and 7.2(b), which process the parties wil!

creeleavor to complete within the ninety (90) day period follpwing ratifie:ation.

Sincerely,

• C~~~~~

t~iccly ]'. P ~ ' .dams

Assistant Chief Labor Negotiator

912.74~.328~

AUR~EI)

INA

~j ~'

ristian C3. ~'arker


